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Purpose: The purpose of this study was to determine the relationship between the evaluations of recorded group interview.s and standard persona.l
interviews of prospective elementary and secondary teachers. The results
could provide a possible alternate method for the preliminary screening
of candidates on parochial school campuses:

~

f------

Procedure: Forty prospective teachers in the education departments of
five Seventh-day Adventist institutions cf higher learning were select,ed
to be interviewed in a group situation with three interviewers and one
candidate. The interview was recorded and five copies of the taped in::erviel'/ were d.istributed to educators in the field for evaluation. Durin;;
the recruiting period as each of these candidates was intervie<ved by t'•1e
standard personal interview method, five evaluations of this method were
secured for each candidate. When the ten evaluations for each candidate
were received by the study director (98 Fercent retm:n), the results were
computerized and analyzed statistically.
Findings: A statistical analysis 0f the evaluations by a Pearson Product
Moment Correlation procedure resulted·in establishing that a positive
relationship existed between the recor·ded group interview method and the
standard personal interview method. A Hartley test for the ratio of
variances indicated a significe.nt difference in the variances for eithu
method and a t-test for me.tched groups indicated a substantial difference
in the means for the two methods with the recorded group interview hav:.ng
the higher mean. Thus, the evaluators of the recorded group interviews
rated the candidates' performanc.es low.er than the evaluators for the standard personal interviews. In checking for inter-rater reliability, it 11as
determined that neither group evaluators was consistent in their
ratings.
Conclusions: Since a positive relationship existed between the recorded
group intc>r.vielv method and the standard personal interview method, eit.ller
method might be used as a preliminary screening device in recruiting
prospective teachers. It was also conclu::led that raters as a whole were
not consistent and a more standardized procedure for evaluating the
interview should be considered.
Reconl'!lendations: 1. It is recommended that for the next school year one
Seventh-day Adventist institution of higher learning adopt the recorded
group interviel'/ method as the main technique for acquainting recruiters
with candidates. 2. It is recommended that in-service sessions be
arranged for administrators, superintendents, and supervisors in the
field to acquaint them with the advantages of tho recorded group interview method as an alternate to the standard personal interview method
for the preliminary screening of prospective teachers.
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Chapter 1

,"+-------

INTRODUCTION AND STATEMENT OF THE PROBLEM
The topic under consideration is an alternative to the standard
personal interview used in the recruitment of teachers by educational
administrators, superintendents, and supervisors of Seventh-day Advent ..
ist elementary and secondary schools.

The personal interview, in

almost all hiring, is the second step in the employment selection
process. 1 The first step is usually the candidate's application blank
and resume.

The personal interview has been the most widely used and

most readily accepted pre-employment procedure for recruitment and is
still considered the best selection metho:l available.

2
;;--~-----

All Seventh-day Adventist schools are staffed with denomi-

r-~~

"'~---

national personnel.

Therefore, administrators, superintendents, and

supervisors traverse the continent visiting the denominational institutions of higher learning, as well as some_ denominational elementary and
secondary schools in recruiting teachers.

This process is somewhat

unique inasmuch as it often seeks to interview teaching candidates
rather thaT! waiting for the candidates to submit applications.

When

one considers the financial outlay for this annual period of recruit-

lJane Rosenthal and Arlys Gessner, "Guidelines for Contemporary
Employment Interviewing .. " The Journal of the College and University
Personnel Asso~iation_, XXVII (October-November, 1976), 52.
2Matthev: Jackson, Recreiting, Intervimving, and Selecting: A
Manual for Line Managers (London: McGraw-Hill, 1972), p. 81.
-1
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ment, the loss of administrators' leadership in the schools for weeks
at a time, 1md the multiplicity of interviews by the candidates, the
possibility of exploring alternatives seems to be warranted.
Thb study examined an interview technique that may eventually

~:o_o_::_-_:_:_:
i-~
C~-~------

supplement the standard personal

intervie>~

as a pre-employment recruit-

g__-

ment device for the administrators of the Seventh--day Adventist educationa! syst<•m.

Administrators and superbtendents of other parochial

school syst<;ms as well as those in public education may also find the
method to b<' useful.
Background Literature
Very little study has been done in recruitment procedures for
parochial schools and the literature does not

reveal any studies using

a recorded. •. roup interview with three intervimvers and one candidate.
Educ':l:_tiona.l Index, Current ·Index to .Journals in Education, Psychological Abstracts,

Edu~ational

Resources Information Center (ERIC) and

Dissertation Abstracts were searched for related studies.

An

ERIC

computer search of educational literature and dissertation abstracts
was conducted with very few results.

In conducting the ERIC computer

search, the following descriptors were used:

teacher, interview,

recruitment, group, personal, teacher recruitment, employment interview (s), group interview(s), personal interview(s), and recorded.
A recorded group interview method as examined in this study
has not been. discussed in the literature.

However, several studies

using the videotape recorder and other types of group interviews
encouraged the pursuance of this method.

Some of these basic studies

have been included as background literature.

~-:: __ :
~
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As a tool for administrators, Stanley Diamond used the group
approach in hiring staff members for the Mill Creek School in Philadelphia.

He found that using teachers, parents, and students as inter-

'c:-c ____-__

~
e~.~
~
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viewers resulted in very positive questions.

The team was able to

discover what the candidate was like as a person as well as a teacher.
He concluded that a team is less likely to miss key aspects of a candidate's personality or potential than would a single interviewer. 3
In another educational setting, the group interview was used as
a selection procedure for applicants desiring admission to the counselc·r
education program at the University of West Florida.

Frank Biasco and

David Redfering described how five to eight applicants and two to four
professional persons in counseling and allied fields were engaged in
a group interview.

Following the interview, the faculty prepared

written "valuations of each candidate and then conferred to share
their perceptions and feelings.
among the evaluators.

High inter-rater reliability was founc•.

On occasion the participan.ts were asked to rank

the desirability of their fellow candidates and they were found to hav<•

~·~

a .90 to .80 correlation with the evaluators' judgments. 4
Stephen Robinson questioned whether the. one-to-one interview
was really an effective employment procedure.

His research indicated

~

that many employers were not satisfied with the personal interview
method but had no attractive alternative to use.

He suggests the

group intraview, so called because it involvesan intra-group process,

3 stanley C. Diamond, "The Group Interview: A Staff Hiring
Technique," NASSP Bulletin, LVIII (Decen:ber, 1974), 57.

4Frank Biasco and David L. Redfering, "The Group Interview as a
Selection Procedure," Improving College and University Teaching, XXIV
(Summer, 1976), 153-54.

4

~------

'
involving about nine ca,;didates whh three prospective employers for a
three hour .interview.

In working with a group this large demands would

be increased for each participant to makE: the venture a success;

It

would "require greater skill, judgment, patience, maturity, and dedication, but the potential results would be more than cornmensurate. 115

;o;-----

~--=

In regard to recorded interviews the work of Edward Kiradjieff
and Michele Stimac encouraged pursuing tb.e, recorded group interview
method.

These individuals joined forces in videotaping unrehearsed

interviews 1·1hich tur·ned out to be beneficial to both Kiradj ieff as a
recruiter r.epresenting Price Waterhouse of Boston and Stimac as d2.rector
of career counseling at Babson College.

Students interested in public·

accounting signed up to see Kiradjieff and agreed to be videotaped as
a screening device for company personnel.

The students who success;---

fully passed the taped screening were· scheduled for an office visit.
The tapes \iere also used at the college z.s a device for preparing
future applicants for the. interview.

By ·studying the videotapes,

students could analyze the best procedures to follow during an employment interview. 6
The Problem
Seventh-day Adventist recruitment procedures at present involvE.
repetitious interviews by adrr>inistrators and supervisors and may result
in some interviews being of questionable quality.

It is not uncommon

Sstephen L. Robinson, ;'The Group Intraview," Journal of College
Placement, XXII (February-March, 1972), 39-40,44.
6Edward J. Kiradjieff and Michele Stimac, "Videotaping,"
Journal of College Placement, XXXV (Summer, 1975), 67-68.

~~=-=
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for twenty or more recruiters to interview the same candidate over a

H ----

period of two or three months.

~~-

i'i

The candidates experience inconvenience

by having to be available at a moment's notice.

In waiting for the

~--

~
~~~~

interviews, time is required possibly to the detriment of the candidate's studies.

Since the administrators are usually making a general

H

=------

survey of candidates with no intention of making an:y commitment, the
candidate m<.y often be left feeling frustrated and dissatisfied.
There may be a needless expenditu·ce of human resources as
administrators, superintendents, and sup<Orvisors leave their posts of
duty ar!d arn gone recruiting for weeks at a time.

b"-

To compound the

problem, upon returning to the office, they are often confronted with
an accumulation of work and problems.

It seems plausible that qualified

local candidates have been overlooked because an administrator felt he
should hire teachers from elsewhere to justify his recruitment expenditures.

On

~~-~~i'i

the other hand, ·administrators of small schools who do not

have a. travel budget for recruiting may have felt at a disadvantage in
not being able to interview some of the most qualified candidates.
Purpose
ThE' purpose of this study, then, was to explore the possibility
of a practical alternate method to the standard personal interview
method.

Th!.s was accomplished by determining the relationship between

the candidate evaluations from the recorded group interview and the
standard personal interview.

Both means and variances were compared

for the two methods to examine their equivalence.
Research Hypotheses
The study tested the following hypotheses:

--

Hypothesis 1.

There is a positive relationship between the

recorded gt·oup interview method and the standard personal interv:lew

~~-=-~

p

--"----~

method.

~
r.=~------,-

Hypothesis 2.

There is no.significant·difference in the vari-

co--------

;_ ____ _

ances for the recorded group interview method and the standard personal
interview method.
Hypothesis 3.

There is no significant difference in the means

for the recorded group interview method and the standard personal
interview method.
The composite scores for each candidate by each method 1vere
pooled and statistically analyzed as a basis for obtaining the data
used to reject or retain the above hypotheses.
Definition of Terms
1. Candidate. A prospective teacher on a college or university campus seeking placement in an elementary or secondary school.

2. Campus coordinator. The member of the department of education on one of the campuses selected for the study who oversaw the
recorded group interview and the standard personal interviews of each
randomly selected candidate on that campus.
3. Evaluation instrument. A 28-item evaluation sheet rating
the candidate on a scale of one to five in seven basic areas of employment interest and personal qualifications.
4. Recorded group interview. A tape recorded consultation
involving a prospective teacher and three educators which assessed
the apparent aptitude, training, and overall suitability of the candidate to enter the field of teaching.
5. Standard personal intervimv. A formal one-to-one consultation to evaluate the aptitude, training, and overall suitability of
the prospective employee for a teaching position.
6. Sup!"rintendent and supervisor. Personnel from the Seventhday Adventist district office who recruit elementary and junior high
teachers, administrators, and other credentialed school personnel in
cooperation with school boards and principals, and assist secondary
school administrators in the recruitment of school personnel.

--

7
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Substudies
In addition to the main study

sev~ral

substudies were conducted

~0=~=
~..;~-~-0-

to enrich the study.

The substudies were:

a) determining the compara-

"~~---"-'
---

bility between the group interview evaluations and the standard pers9nal interview evaluations, b) determining the relationship between the

b;

=~'---''-

group interview evaluations and the recorJ.ed group interview evaluations,
c) determining the inter-rater reliabilit:t,of the evaluators, and d)
conducting a factor analysis and item analysis of the evaluation instnJ.ment.

The factor analysis clustered the items of the evaluation instru-

ment as loadings on several factors, while the item ac'lalysis determinecl
the correlation between the

item~

of the instrument.

Delimitations
This study is delimited to prospectivoe teachers in Seventh-day
Adventist institutions of higher learning who are seeking denominationhl
employment.

~--_ ;~-

t

~--

It may be limited more to teaching personnel than to deans,

secretaries, business managers, and denominational personnel in general..
The study may also be limited by the method of randomization suggested
to the campus coordinators, by ten different teams doing the recorded
group intervielvs and by the conscientiousness of the individual evaluc
a tors both 'on the campuses and in the field.

However, the incidence r•f

irregularities may have been minimized since the evaluators and interviewers \ve;e not randomly selected and had the option of not participating.
Procedures
Population and Sample
The direct target .Population was prospective teachers on the

;c___

8

campuses of

Andret~s

University in Michigan, Lorna Linda University and

Pacific Unit•n College in California, Southern Missionary College in
Tennessee a11d Walla Walla College in Washington.

These five institu-

tions were c:hosen because they are the five largest denominational

~~~--=-~~
i-i

campuses and they also geographically represent the United States.
The sample 1qas comprised of a repJ·esentative selection of 40
prospective elementary and secondary teachers on the five·campuses
selected.

From an alphabetical list of candidates, every fifth name

was selectee. until the required number of candidates for that campus
had been

re~ched..

l.:

To determine the comparability of the two methods

in the study, it was decided that five

ev~luations

of the recorded

group inteniew and five evaluations of the standard personal interview
would be sec.ured for each sample.

It seemed that five evaluations by

each method would provide adequate data and still be a manageable
~: ~--~

number.

:~-0:=

Data and Im;trumenta.tion

,-''-

~==-=-=

The first step in securing data wz.s the candidate's recorded
group interyiew.

At the conclusion of eaf;h recorded group interview,

the three interviewers evaluated the candidate with an evaluation
instrument.

Five tapes 1qere then made fr;)m the recorded group interview

tape and mailed to administrators, superinte.ndents, and supervisors in
the field accompanied by the candidate's resume and copies of the--evaluation instrument.

During the recruiting period, as the candidates

were interviewed by the standard personal method, each·interviewer was
supplied with the areas to be covered and suggested questions as used
by the recorded group interview team.

At the conclusion of the standard

personal interv icw, the intcrvie1oer used the evaluation instntment to

··----------

9

rate the candidate.

This procedure was continued until five evaluations

for the recorded group interview and five for the standard personal
interview were secured for each member of the sample.
tion of the procedure is found in Chapter 3.

A full explana-

The evaluation instrument

~

.,-,

~

--

-·~::::=..::.=

was a standard form for all the evaluations both on campus and in the
field.

The results were analyzed to determine the comparability

between the two methods.
The evaluation instrument reflected the general areas covered ire
40 recorded group interviews conducted by ten three-person teams composed of experienced Seventh-day Adventist administrators, superintendents, and supervisors.

The instrtunent features a five-point assess-

ment scale for evaluating the various areas.
interpreting the scale were included

1~i th

Specific directions for

each instrument.

(See

Appendix A and B for samples of the evaluation instrument and the
directions for using it.)

~--

-:

it

A panel of experienced interviewers evalu-

ated the instrument, which was generated from the 40 interviews, in
terms of its content, relevancy and comprehensiveness.

Suggestions

made from the interviewers were incorporated when appropriate.
Significance of Study
~

The results of the study indicat) to what extent the recorded
group interv.imv is comparable to the standard personal interview as a
pre-employ1nent screening device in teacher recruitment.

If this alter-

nate method should be utilized, it may eventually supplement the
standard personal interview with the possibility of reducing administrator, superintendent, and supervisor recruiting time and expenditures.

In addition, it may reduce the multiplicity of interviews for

=

,~,~--
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a single candidate and make each prospective teacher more equitably
available to a wider range of employers.

While the primary target

population is the five institutions of higher learning, in a broader

,,r-:--

~=-
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scope, the results of this study may be applicable to the entire
Seventh-day Adventist educational S);stem and to other parochial school

~

=---_

organizations.
I_ _ _

Organization of the' Study
Literature related to the standaid personal interview, the
recorded group interview and the videotaped interview is reviewed in
Chapter 2.

In Chapter 3, the research design and methodology are

described.

The population and sample use.d are identified, the procedure

for collecting the data is described and

&>

explanation of the stati~

stical methods utilized is included.

---- -

i:i---

~

In Chapter 4 the data collected are presented in tables, as well
as in discussion form.

The statistical analysis forms part of this
_c-

chapter.
Chapter 5 consists of a summary of the findings of the study ar.d
conclusions are drawn.

The theoretical and practical implications are

discussed and recommendations suggested.

"r:--

Chapter 2

-

~

fF_:_=::

REVIEW OF THE LITERATURE
Although there is an abundance of literature on recruitment
with emphasis on the employment or selection interview, very little
study has

b~en

reported on recruitment procedures for parochial

schools.

No1e

of the literature revealed any studies using a recorded

group interview, with three interviewers and one candidate as a recruitment procedure.

Since the principles of :recruiting and interviewing

for public education and for industry apply to parochial administration
as well, thE. review of the literature was focused on the employment
interview as it relates to the recruitment process.

The results have

been summarized under four _general headings: (1) The Role of the Employment Interview During the Past Three Decades, (2) The Rationale for
Utilizing the Employment Interview, (3) TI:.e Methodology of the Employment Interview, and (4) The Group or Recorded Interview Methods as
Variations of the Employment

Intervie~V.

Each topic will be dealt with

separately.
The Role of the EmploymEnt Interview
During the Past Three Decades
The literature supports the importance and necessity of having
a recruitment process.

Speaking as an industrialist, Matthew Jackson

commented as follows:
Recruitment is only one of the many significant aspects of a
11

!'

12
manager's role. A manager can work only so many hours in a day
and influence directly only a limited number of people. Therefore,
he is measured not by his contribution as an indiv±dual but by the
results of his team. The basis of a successful team must be the
recruiting of the right personnel. .. Therefore, although one of the
most dt,manding and tiring of all management activities, effective
recruitment brings both immediate and long-term benefits, and is
often a determining factor in the manager's success.l

r;

8

__
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So, while the need for recruitment has been recognized, contraversy.for the past three decades has centered around the role of the
employment interview in the recruitment procedure.

The first major

study, which became the backbone for future studies., was published in
1949.

In this study Wagner presented a critical

interview research up to that time.

su~mary

of employment

He concluded that of the 106

articles located, only 25 concerned actual experiments and ''reported
quantitative information about the value of the interview in selection.112

He found that intelligence was the only trait consistently

rated with high reliability and sociability was the only area which had
satisfactory validity and reliability.

He suggested that the infor-

mation obtained from an interview should not be used alone for predic-

;-'---

tive purposes but should be combined statistically with other data. 3
Dur:cng the next ten years the interview failed to gain stature,
and in 1960 England and Patterson called for a moratorium on books,
~
~

articles, a.nd other writings on "how to interview," "do's and don'ts"
. about interviewing, and the like, until reseaTch had established the

1Matthew J. Jackson, Recruiting, InteTviewing, and Selecting: A
Manual for Line Managers (London: McGraw-Hill, 1972), p. 6.
2Ralph Wagner, . "The Employment Interview: A Critical Summary,"
Personnel Psychology, II (1949), 17.
3lbid., p. 43.

--·--13
reliability and validity of the method to warrant its use. 4

In 1963,

,.
~-

Dunnette and Bass stated that the resista.nce on the part of management

~:_c._::

-.:r

to carry out research on the personnel h.terview was a prime problem.

8-----------:-fF---"~

The following excerpt crystallized their concern:

j

The personnel interview continues to be the most widely used
method for selecting employees, despite the fact that it is a
costly, inefficient, and usually invalid procedure. It is often
used to exclusion of far more thorm;ghly researched and validated
procedures. Even when the intervie~t is used in conjunction with
other procedures, it is almost always' treated as the final hurdl~
in the selection process. In fact, other selection methods (e.g.,
psychological tests) are often regar-ded simply as supplements to
the interview.
The continued uncritical use of the personal interview offers
a clear illustration of what is perr·.aps personnel management 1 s
prime problem--that is, the great r8sistance to carrying out
fundamental research on its practices and techniques. 5
The next major reevaluation of pc.blished research was produced
by Mayfield in 1964.

In reviewing some 300 articles he supported

Wagner 1 s findings that many simply gave c·pinions concerning the selec- •·
tion interview with

a

lesser number actua.lly involved with experimenta'l

studies. 6 He reconunended. that future research emphasis should concentrate on the variables that affect the decision as it occurs in the
selection process, and that the interview be divided into small units
so controlled studies might be performed on one or two variables at a
time. 7

Schmitt in his survey of the major conclusions of interview

4 Lawrence 0. Short and Lynville E. Taber, "The Selection Interview: An Interim Approach," Public Personnel Management, VII (MarchApril, 1978), 143.
5Marvin V. Dunnette and Bernard M. Bass, "Behavioral Scientists
and Personnel Management," Industrial Relations, II (1963), 117-18.
6Eugene C. ~layfield, "The Selection Interview--A Re-Evaluation
of Publishccl Research," Personnel Psychology, XVII (1964), 240.
?Ibid,, p. 255.

-
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reviewers

s~:.irunarized

Mayfield's findings as follows:

(1) interview validities are low even for highly reliable
interviews; (2) structured interviews are more reliable;
(3) iMerviewers who are consistent :i_n their treatment of interviewee~' are still inconsistent in their interpretation of data
obtaim•d; (4) interviewer attitudes bias their judgments;
(5) decisions are made early in the interview; and (6) intelligenc(: is the trait most validly estimated by an interview, but
the interview information adds nothing to test data.S

In 1965, Ulrich and Trumbo published their review· of the
research

de~·.li.ng

with the selection

intervie1~

and stated findings

generally ccnsistent 1-1ith those of MayfiE'ld, even though their method
was different.

I

They echoed Wagner's suggestion for greater standard-

ization, wider use of data other than the interview, and limiting the
scope of th~· selection interview. 9
The last major sumniation of research on the selection intervielv
was

publish~·d

by Wright in 1969 and contained a summary of the

research frc>m 1964-69.

He .stated that more significant than the

reviews by l•layfield, Ulrich and Trumbo ws:s Webster's work at McGill
University, which was published in 1964 bnt did not come to the atten- ·
tion of Ulrich and Trumbo as it was probably still at press as they
completed their review _10
the employihent

intervie1~

Webster experimented with decision-making in
using personnel from the Canadian Army.

After

extensive investigation, seven principal findings were reported and
were summarized by Wright as follows:

8 Neal Schmitt, "Social and Situational Determinants of Interview Decisions: Implications for the Employment Interview," Personnel
Psy~hology_,

XXIX (1976), 81.

9orman R. Wright, Jr., "Summary of Research on the Selection
Intervic1v Since 1964," Personnel Psychology, XXII (1969), 392.
lOibid., p. 394.
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(1) interviewers developed a stereotype of a good candidate and
seek to match interviewees with stereotypes; (2) biases are established by interviewers early in the interview and tend to be
followed by favorable or unfavorable decisions; (3) unfavorable
information is most influential on interviewers; (4) interviewers
seek data to support or deny hypotheses and, when satisfied, turn
their attention elsewhere; (5) empathy relationships are specific
to individual interviewers; (6) a judge's decision (and, by implication, an interviewer's) is different when fed information piece
by piece rather than simultaneously; and (7) experienced interviewers rank applicants in the same order although they differ in
the nuwber they will accept.11
Wright argued that Mayfield's suggestion to dissect the interview, performing studies on one or two variables at a time, would result
in fragmenta.tion to the point of meaninglessness.

He suggested that

research designs deal with the i11terview as a totality, that a multidisciplinary model be developed and that a computer analysis of interview responses be used in the study of decision making.12

However,

despite the warnings and suggestions, the goals and methods of the
employment intervim; were not modified and the practice of using the
interview to·select personnel was retained as part of the recruitment
process of "every conceivable organization regardless of its size or

,-''~===

function. 1113
The employment intervie1;, with its limitations, still remains
the most fnquently used tool for the selection of individuals by

' -----

. 1ar 1y 1n
. t h e 11e
. ld of teac h er recru1. t ment.
. ~. ' 14 an d part1cu
organ1zac10as

Jones stated that the intervie1; is the last and most decisive part in

11 Ibjd,, p. 393.

12scrunitt, p. 31.

13c1audio R. Serafini, "Interviewer Listening," Personnel
Journn ], LIV (July, 1975), 398.
14clayton P. Alderfer and Charles G. McCord, "Personal and
Situational Factors in the Recruitment Interview," Journal of Applied
Psychology, LIV (August, 1970), 377.

r-16
one's campaigning for a teaching position.

In quoting from the March,

1977 AASPA Bulletin he noted that 79 percent of 354 school districts
surveyed rated the personal interviews "high" as a screening device in

;:=-~=
i;

teacher selection.

He also noted that Prentice-Hall reported that six
b

o!lt of ten respondents in a survey rated the interview as the most

p;-------'"-

important employer selection procedu.re.lS
The Rationale For Utilizing
the Employment Interview

~

-

The researchers who summarized the literature dealing with the
employment interview have made recommendations for further experimenting with the interview and have generally left the impression that
it would be advisable to discontinue its use for the present.

However,

one of the main reasons why the emplo)f111ent intervie1; has continued to
be used by nearly all occupations is that no attractive or viable
alternative that seemed feasible has been forthcoming.

Nearly all the

studies surveyed for this study, for both industry and education,

-'"-

reflected that the procedure still has considerable merit with advantages outweighing the disadvantages.

So in spite of recommendations

tf)

limit the use of the employment intervie1;, it is still a popular method

"""""
~

in recruitment today.
"In almost all cases of hiring, the employment interview is the
second step and one of the most significant phases of the employment
selection process.

For

The first step is generally filing an application

15Robcrt E. Jones, "Your Interview--Be Prepared!!" Association
College and University Staffing, (1979), 20.

School~

17
blank." 16 and submitting a personal resume.

It is realiy the first

F --

screening procedure in a chain of procedures that leads to actual
employment ,,nd has been praised and seven;ly criticized by

;~~~~

researchers. 17

'"

Mcintyre stated that resea.rch shows that interviewing is

about as useful as horoscopy in predicting behavior and hence in
selecting qt.alified personne1. 18

Yet the interview has remained an

important pa,rt of personnel interrelation:; as it is often the first
interpersonal experience betv·reen the prospective employer and the individual seekjng employment . 19

It has been called an appraisal session

where t;he rE•crui ter observes various applicant behaviors and is prompted
to refer the candidate for further decision or to forget him then and
there. 20

!

I

The high cost of personnel operati. nns has stimulated· renewed
~

§---

interest in the employee interview process as organizations endeavor to
secure the rr.ost qualified and best prepared candidates possible to
reduce training c.osts.

~

~

One corporation reported that the cost of

researching, recruiting, and training each new employee was about
$10,000. 21

Therefore, the present expense of interviewing, when com-

pared with overall recruiting and training costs, may not be nearly as

=
16J<me Rosenthal and Arlys Gessner, "Guidelines for Contemporary Employment Interviewing," The Journal of the College and University Personnel Association, XXVII (October-November, 1976), si.
17Barry M. Cohen and Jack M. Etheredge, "Recruiting's Main
Ingredient," Journa.l of College Placement, XXXV (Winter, 1975), 75.
18Kenneth E. Mcintyre, "How to Interview a Prospective
Teacher," The National Elementary Principal, LI (October, 1971), 69.
19 Rosenthal and Gessner, p. 50.

20cohen and Etheredge, p. 77.

20 Richard M. Dougherty, "'!he Importance of Interviewing, 11 The
Journal of Academic Librarianship, IV (November, 1978), 335.

18
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significant as it was in times past.

,_,

With the tight job market today, it is imperative that the

candidate put his best foot forward in the interview and prepare for it
22
. 1s of an J.nterv1ew.
.
.
.
by 1 earn1.ng
as muc h as poss1"bl e about t h e essentJ.a
Bacon, who has chaired or participated in over one hundred professional
interview teams, noted that competent candidates for the "big job" blew
it during the oral interview, 23 and all too frequently the key to
success or failure in obtaining the job rested with the selection interview. 24

Fe.1r maintained that the final interview represents the solid

core of any good selection process 25 and the most vital element
involved is interpersonal communications. 26
Advantages cf the -Interview
The majority of the studies concerned with the selection inter-

~~--~~8

view reflected a number of advantages for this method.

The prime advan-

j;_~

tage is that it provides the opportunity for the interviewer to observe
the candidate face-to-face and to form opinions about him based on his
appearance, manners, and mannerisms, whether they be agreeable or dis a-greeable.

It also allows the recruiter to assess the likability of the

candidate and to note his initiative in responding, his alertness in

22Ibid.
2 3Dick Bacon, "The professional O::creening Committee--H01v to Impress Them," Thrust for Educational Leadership, V (November, 1975), 24.
24 curtis H. Bradley, "The Employment Interview: A Microcoun-

seling Approach," -=I-=n=d=u=s=t-=-r=i=a-=-1--=-Ed::u::c=-a=-.t;:.;l=-·o:cn"-'' LXV (November, 1974), 64.
25Richard A. Fear, The Evaluation Interview (New York: McGrawHill, 1973), p. 15.
26Bradley, Lac. cit.
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conversation .• his forcefulness and creativity, as ·well as his general
interests and involvement with hobbies. 27

~

I

t

Since the interviewer

represents the company or employer to the candidate, the candidate also
"
has the opportunity to "get the feel" of his.poss1'b le ~uture
employer. n,

;__,

____ _

-.-

So. essentially both interviewer and candidate are judging each other,
and within minutes personal evaluations take place, although, in the
majority of interviews, the interviewer is not asked to directly eva.luate the candidate as a person.

There is <.mple evidence to indicate

that personal evaluations take place on tt.e part of all parties concerned29 and that the recruiter can get a useful impression of a
limited range of personality traits that i.mpress him positively or
negatively. 30
A satisfactory interview is a purr:oseful, professional31
conversation involving both verbal and' nonverbal interaction between
two or more people working toward a common goa1. 32

Since it is usually

a two-way conversation, the expectations of the interviE'wer as well as
his attitude during the interview can inf::.uence the responses from the

27walter Van Dyke Bingham, Bruce Victor Moore and John W.
Gustad, How to Interview (4th ed.; New Y<!rk: Harper and Brothers,
p. 108.

1959~·,

28 charles J. Stewart and William B. Cash, Jr., Interviewing
Principles and Practices (Zd ed.; Dubuque: Brown, 1978), p. 136.
29 charles A. Harkness and Mary Claire Madole, "Interview Evaluations That Work Both ways," Journal of College Placement, XXIV
(Spring, 1974), 80.
30Bingham et al, Loc. cit.
31 Annette Garrett, Interviewing: Its Principles and Methods
(New York: Family Service Association of America, 1942), p. 8.
32Anne F. Fenlason, Essentials in Interviewing (Ne\'i York:
Harper and Brother, 1952),. p-. 3.
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intervieliee in a way that would not be possible through a questionnaire
or resume. 33

However, this advantage can also be a disadvantage if

,.,
~

~ -

something about the candidate triggers a negative attitude on the part
of the intetviewer.

In addition, the intE·rviewer, through his person··

ality and kr.owledge of interviewing skills, can generally control the
degree of re·sponsiveness of the candidate and the quality of the informatiol). suppl.ied.34

Jackson contended that the interview is the best

method of reviewing the candidate for the job through the skill and
knowledge of the interviewer.35
. Another advantage of the selectioH interview is that its use
is not limited to a few highly trained professionals.

Some types of

interviews n,ay be employed by an individual who has not had extensive
training or supervision.

However, the ability to conduct an effectiVe

interview i:; an acquired skill. 36

In lea}:ning interview skills, many

interviewers. simply started by intervie1ving, then by developing skills
in human relations and interpersonal communication37 and profiting by
experience became efficient.

Other beginners failed and gave up, while

still others failed but not recognizing the fact, unfortunately, kept
on interviE•Wing. 38

Those who work with selection and training of inter-

viewers knc•w that some "catch on" rather quickly, while others, quite

33 Eugene J. Webb and Jerry R. Sala.ncik, Journalism Monographs
(Austin: Association for Education in Journalism, 1966), p. 34.
34John A. Neuenschwander, Oral History as a Teaching Approach
(Washington, D.C.: National Education Association, 1976), p. 15.
35Jackson, p. 81
36 sheila Creth, "Conducting an Effective Employment Interview,"
TI1e Journal of Academic Librarianship, IV (November, 1978), 356.
37sradley, p. 64.

38singham et al, p. 63.
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often the majority, never do, regardless of how hard they may work at·
1' t • 39

Minimal or better proficiency in interviewing

s~ills

is probably.

within the reach of a substantial portion of the population.40
Stewart stated that the directive interview where the inter-

i"'---

~~----~~-

viewer establishes the purpose of the interview and controls the pace

\.;

;::: ------

of communication is easy to learn, provides quantifiable data, and can
be used to supplement other data collected such as questionnaires,
interaction analyses and observations.41

Bingham and his coauthors

expressed doubt that good interviewers are born but did not venture to.·
guess what percentage of the population could be trained to become
skilled or t'ven competent interviewers. 42

I
I

I

Even with the possibility

that everyone who aspires to become a recruiter may not becorne competent
if given a chance, it is still the method that allows for individual
initiative and flexibility, for imaginative innovations, and for a new
combination of old approaches that will vary with the interviewer and
the purpose or intent of the interview,43

.---

In this day of mounting legal concerns some establishments have
had their information securing methods scrutinized by the courts, and
for some of these organizations the selection interview has been the
best way to avoid legal entanglements.

Dipboye and his coauthors

stated that the courts are finding an increasing number of organizations guilty of discriminatory hiring practices and as a result "some
employers have discarded tests as a vehicle of hiring and are relying

39 Ibid, p. 62.

4°Ibid, p. 63.

4lstewart an d Cas,p
h
.15
.
43 Ibid.

42Bingham et al, Loc. cit.
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chiefly on the findings and judgment of an interview."44
i'

c

The final advantage is the control of time which may vary from

~

-

;;;; __ _

a few minutes to hours depending upon whether the recruiter is doing
a preliminary screening of a candidate or an in depth analysis.

In one

Chicago factory with 30,000 employees, the time was limited to five
minutes on the average for each employment interview and during emergency perioc·.s shortened to three minutes.

To adequately review a

candidate fc,r one of the supervisory or executive positions, however, a
longer time l1as required. 45
depend~d

Both the shc.rt and longer interviews

on the interviewer's skill in fact-finding as well as in moti-

vating the candidate to respond quickly and lucidly.

The most desirable

candidate ht•s to be "wooed and won as well as chosen. 1146

One can

conclude that the time factor, then, is at the discretion of. the interviewer to prolong or terminate the intervie11 to suit his needs.
DisadvantagE$ of the Interview
While the list of advantages of the interview is impressive,

_!~-

one must also look at the disadvantages before deciding whether the
selection interview is appropriate for his organization.

Jackson, in

studyiRg the interview, found it criticized for possessing several
disadvantages:

(a) it is time consuming and therefore expensive;

(b) one intt·rview is usually not sufficier,t; (c) an interview of less

than one hour is not considered of great value; (d) the average inter·view is reduced to a non-systematic chat, following no plan; (e) too

44 Robert L, D:Lpboye, Richard D. Arvey and David E. Terpstra,
"Equal Employment and the Interview," Personnel Journal, LV (October,
1976)' 520.
45 singham et a1, p. 101.

46Ibid.

~
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many interviewers think they can quickly "swn up" a prospective

\:: ___

-

employee; (f) little forethought is given to deciding the areas for
discussion; (g) methodology varies from interview to interview leaving
little real consistency; and (h) the greatest drawback is that the
interview is subjective and depends on the pe1·sonal interpretation of

c

=

the interviewer_who is likely to be inconsistent.47
Addhional research has added to the list of

drm~backs

may limit the effectiveness of the employment interview.

that

Hatfield and ·

Gatewood stated that most of the information gathered is limited in use
and has a low relationship to the job characteristics for which the
candidate has sought to be interviewed.48

Cohen and Etheredge have

noted that both the recruiter and interviewee are totally unfamiliar
with each other and the "behavior manifested probably lacks job related~

ness.49

Therefore, it is not unusual for the interviewer and candidate

to both feel ill at ease in the interview situation;SO it is particularly stressful for the candidate who knows that the majority of the
interviews do not result in job placement. 51
The interview has also been criticized because it can potentially be b:i:ased by the recruiter.

This may be partially the result of:

the background information he has studied about the candidate prior to

47Jackson, p. 81
48 John D. Hatfield and Robert D. Gatewood, "Nonverbal Cues in
the Selection Interview," Th~ Pers_?.nnel Administrator, XXIII (January,
1978), 30.
49 cohen and Etheredge, p. 75.

50creth, Loc. cit.

51 charles J. Coleman, Sidney R. Sigegl and John J. Sateja, Jr.,
"Who Wants What From the Interview?" Journal of College Placement,
XXXVII (Winter, 1977), 53.
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the interview.

He, then, may not bother to probe deeply into the candi-

date's qualifications or give the candidate sufficient time or opportunity to respond to questions because he is convinced that the interviewee has J.i ttle to offer. 5 2 It is possi:ble that the interviewer may
fail to hear a respondent's statement if '·.t threatens him or runs

=-·-

counter to his own attitudes or biases, or is contrary to what he
expected the candidate to say. 53

Dipboye, Arvey and Terpstra explained

that the interviewer can evidence both co1ert and overt prejudices, and
~

-

if the inteTview is left unstructured or unstandardized, protected
groups .may l•e adversely affected. 54

Jorpeland stated that some courts,

in trying to keep personal bias out of the interview, have ruled that
"heavy
fu1. 55

reli~.nce

on the subjective judgment of interviewers" was unlaw-·

The interviewer can attempt to keep bias out of the interview

by avoiding questions that may be legally disqualified and trying not
to make per:onal judgments ·as to the candidate's suitability until the
interview hits been completed and the notes taken during the interview
have been ce.refully reviewed.

Thus, while the bias of the interviewer

could be considered a disadvantage, the action of the courts in
limiting the use of the questions that c2n be used and the judgments
that can be made has actually added to ths list of disadvantages of
using the ir·.terview.

In theory the employment interview serves three functions:

5 2Robert L. Kahn and Charles F. Cannell, The Dynamics of
Interviewing (New York: Wiley and Sons, 1957), p. 190.
53 Ibid, p. 191.

54Dipboye et al, p. 522.

. 55 Elaine Jorpe1and, "Keeping Bias Out of Job Interviews,"
Association Management, XXIX (August, 1977), 89.
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securing information, giving information, and establishing a friendly
relationship.

u ____ _

However, in practice the interviewer may be so overworke<l

c~'''

-

~~~

that he may have too little time to obtain the necessary information to

, ;-,----[
f=

make a sound judgment of the applicant's suitability, to describe the

::~ - - - -,-.~

=

work sufficiently to enable the candidate to make a realistic decision
as to whether he is best suited for the job, and a.lso to leave the
candidate

w',~th

the impression that the recruiter's purpose was to be

helpful and friendly. 56

One researcher visited 21 employment offices

and then rated the interviews from best to worst.

One of the worst

lasted less ethan three minutes and the candidate had traveled ten miles
and waited for two and one half hours for the brief encounter.57

In a

study of 195 business firms, 55 percent indicated that

inter-

views should last from
minutes as a.dequate. 58

20~25

emplo~nent

minutes while 28 percent considered 15·25

~--:-

~

The vast majority of employment interviews are

i.~

'

~----_

short and no satisfactory appraisal of the candidate is possible in so
brief a time if the interviewer has not apprised himself of the candidate's experience and history from a resume or a well-designed application form. 59
Although many factors, such as appearance and mannerisms, may

b~

appraised by the interviewer, he cannot determine such qualities as
dependability, honesty, persistence or loyalty during the few minutes
spent in an ordinary interview, as the climate of the situation may not

56singham et al, p. 97.

57rbid.

58Larry R. Drake, H. Roy Kaplan and Russell A. Stone, "How Do
Employers Value the Interview?" Journal of College Placement, XXXII
(February-March, 1972), 4 7-48.
59singham et al, p. 101.
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° Communication, at best, is not

be warm enough for open communication. 6

a simple matter, and communication in interviewing may be complicated by
the personalities of the people involved,

b:--

9:::::-_:=

It has been noted that the

candidate usually reacts more to his relationship with the interviewer
than to the content of the questions being asked of him.

Respondents

may remember more about the interviewer and the details of the interview than about the content and method of interr·ogation.

To be effec-

tive, the interviewer must be an understanding person "willing to
accept the responses of the candidate without apparent judgment or
rejection of the person.6l
Webb and Salancik question the validity of interview data.

They

proposed tha1: journalists and social scientists do not trust the report
of a single :Lntervie,; and even really question ho,; much they can trust
anything thE-t is obtained by this method.

The experience of some

psychologic<'.l investigators suggests that the accuracy of self-report
must always be suspect.

When one considers ho,; difficult it is to get

an intervie,;ee to give a dependable report of the past, he,; much more
unpredictable will be the assumptions he ,;ill make about ho,; he ,;ill
act in the future.6 2
The Methodology of the Employment Intervie>V
Candidate 1 s Preparation for the Intervie,;_
In preparation for an employment intervieiV the candidate should

60rbid., p.
61

1os.

rntervim~er 1 s ~lanual (Ann Arbor: Institute for Social

Research, 1969), p. 3-1.
62wobb and Salancik, p. 3,
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lay ground work for the crucial appointment.

In a school situation it

is possible to role play simulated job in·cerviews and to use films and
lecturers from the placement center to st:c·ess the importance of the
employment interview.

l: -----

~

L
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This procedure should impress the candidate with

tl).e fact that his immediate future may depend on the initial impression-

=

he makes by his dress, cleanliness, postu:re, poise, mannerisms, composure, enunciation, facial expressions, at·::hude, and personality. 63
Unfortunately candidates have mistakenly thought that others viewed
them as they envision themselves but this has not been the case.

Leach

and Flaxman suggested in their study, which concerned business education students, that an individual could get a proper perspective of
himself by comparing his own self-rating with the ratings of a friend
and an authority figure.

In this way an '>Wareness of his strengths and

weaknesses, 64 his assets and liabilities may be established.

Anxiety

has been a perpetual problem for prospective employees and some schools
have attempted to groom the candidates for the interview situation.

,-ct:-__ -

However, leading employers, such as General Electric, suggested that
candidates refrain from acting during the selection interview and
concentrate on techniques for relaxing and thus show their true persor,ality in the interview.65

63c. John Brannon, "The Interview. and What It Can Yield,"
The Clearing House, XLIX (December, 1975), 166.
64James Leach and Nancy Lexman, "Self-Rating: An Exercise for
Improving Job Interview Skills," The Balance Sheet, LVIX (April, 1978),
303.
65 Edward A. Shaw, "Behavior Modification and the Interview,"
Journal of College Placement, XXXIV (October-November, 1973), 54.
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Drake, Kaplan and Stone conducted a survey of corporate repre'='-~

sentatives £rom 195 business firms to determine the c.haracteristics
desired in prospective employees.

The results were compiled from

responses of 60 percent of the companies (the ones directly engaged in

~
~

-----

interviewing) with the conclusion that "over 33 percent of the respondents viewed self-expression as the most }.mportant factor, with personality and expressed goals closely following. 66

The alert candidate

will think through his goals carefully and plan his method of communication before the interview hour.
In the educa.tional setting, the c.mdidate would do well to
review his strengths and weaknesses as dis.covered during his student
teaching experience.

This is a regular t.Jpic for discussion in the

employment interview and Lowe reported th"t :!.n 25 interviews of prospective teacher, the only item that

all

F
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25 reported as one of the

topics discussed was that of the candidate's student teaching experi-

~
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ence.67

A list of carefully thought through questions can be a real
asset to the candidate during the interview.

The applicant that has nc.

questions for the interviewer commits the "sin of unfamiliarity" and
leaves the interviewer with the impression that the candidate has not
taken the time or shown the initiative tc come up with several appropriate, intelligent questions. 68

Finally, a carefully prepared, typed

66 rbid.
6 7Ross E. Lowe, "Interviewing for That First Teaching
Position," The Balance Sheet, LII (March, 1971), 245.
68Bacon, p. 25.

-
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resume should be provided for the recruiter in advance or at the time

F

of the interview.69
h

:=-------:----:
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Recruiter's

Pr~aration

i'F

for the Interview

h

i

The recruiter's preparation should be involved with planning the

"

~---

interview time and preparing an outline,

~;tudying

the applicant's

resume, reviewing the parameters which legally control the choice of
questions ar:.d the direction of discussior., jotting down a few choice
questions, Lnd arranging for a setting that will be free from distractions.70

A management consultant firm suggested an eight-point plan

for the recruiter to use in studying the candidate.

The areas were:

physical make-up, attaimnent (education and work experience), general
intelligenc<:, special aptitudes, interests, disposition, personal
circumstances, and motivation. 71

=--~
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By reviewing his knowledge of the structure of the framework of
the interview, the recruiter can help keep the interview from wandering
aimlessly and aid in accomplishing the gods he has set. 72

The time

schedule should be planned carefully to allow the interviewer time to
listen so that as the candidate responds, the recruiter can evaluate. 73
To facilitate the discussion, the interviewer should make available to
the candidate a comprehensive job description, as it has proved to be

69 vickey Stinespring, "Are Employment Interviews Still 'That'
Important?" .Journal of Business Education, LIT (May, 1977), 368.
70 creth, p. 367.

71 Jac kson, p. 62.

72 Robert K. Merton, Marjorie Fiske and Patricia L. Kendall, The
Focused Intervie~ (Glencoe, Illinois: The Free Press, 1956), p. 158.--73oavicl Peele, "Fear in the Library," The Journal of Academic
Librarianship_, IV (November, 1978), 362.
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the best tool for focusing on the employer's expectations.74

The compe-

I

~-

tent and experienced recruiter should realize that a successful interview depends on careful organization.75

In the event of failure, the

interviewer, according to Lopez, should shoulder the blame as he, like

:=----~-=-co~

,.

most interviewers, evidently did not understand the subtleties of this
complex process,76
Beginning t:1.e Employment ·Interview
Sin~e

the interviewer sets the mood for the interview, it

becomes his responsibility to establish a relationship of confidence
that will hr,lp the candidate to feel at ease and more readily communicate openly. 77

Regardless of the number of candidates waiting to be

interviewed or other pressures influencing the recruiter, he must still
convey an unhurried appearance to the candidate.7 8

~
~ ---

There are two suggestions for beginning an employment interview

-

' __ _
~.,;

~;_::.:_----:
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and establi.11hing appropriate rapport.

The traditional view is to spend

time in "small talk" to put the candidate at ease. 79

However, this may

only waste time as well as increase the anxiety of the candidate and
actually prevent the establishment of the desired rapport. 80

The

second method is to launch the interview immediately and let the course
of the interview establish the rapport.81

74 Rosenthal and Gessner, p. 53.

The initial questions should

75creth, p. 358.

76Felix M. Lopez, Personnel Interviewing (2d ed.; New York:
McGraw-Hill, 1975), p. 361.
77 Bingham et al, p. 69.

78Merton et al, p.- 123.

79 Fred C. Archer, "Teach Job Interview Teclmiques, 11 Business
Education World, L (December, 1969), 21.
80stewart and Cash, p. 137.

81Ibid.
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be general in nature with the more difficult questions reserved for
later in the interview.

As confidence is established and the candidate

F
'

li_
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communicates freely, information desired

'by

the recruiter may be·

;; .,.
h

revea1e d w1. t hout

.
.
h av:mg
..
t h e 1nterV1ewer

t0 pro b e. 82

ci ____ --
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Conducting the Employment Interview
It is during the interview that tile recruiter's skills are most
clearly evidenced.

Since almost everythi'lg the interviewer does has

some bearing on the <:andidate's motivation to respond adequately, 83 an
effective interviewer must possess emotional maturity, social skills,
I

I

insight into personality and attitudes, as well as the ability to
motivate the interviewees.

Mandell reconrnends that he also have "the

talents of the advertising expert, the skills of the salesman, and the
insights of the market research specialist.84

His grooming, his

apparent background, and his manner will influence the candidate as to
whether this is the kind of person for whom he would like to work.85
Both parties explore the psychological dimensions of the position undel'
discussion.

The expectations of both are largely based upon their needs

and the candidate generally places greater emphasis on physical and
security needs than does the recruiter.86
~

~

1hc recruiter must not monopolize the interview time.

Jacksor

believed that a typical interview should .;onsist of the interviewer

82 Arc h er, p. 22.

83 Kahn and Cannell, p. 191.

84Milton M. Mandell, The Selection Process: Choosing the Right
Man for the Job (New York: American Management Association, 1964),
p. 107.
85Ibid, p. 135.

86 coleman et al, p. 55.
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talking 57 percent of the time, the candidate participating 30 percent,
and silence occupying thirteen percent.87

However,· Fear stated that the

recruiter sl•.ould only consume 15-20 percer.t of the time, providing him
with much mc•re time to analyze the candidate while listening. 88

.-.:__

Alderfer ancl McCord reported that college students liked the recruitment

--

interviews best where they could talk half the time and were not embarrassed or p·v.t on the spot. 89
The art of active listening "described as active because of the
attention, J>Osture, and turned-in state nf the listener's senses to the
other :person,"90 will indicate an openness to the candidate which will
foster a growth experience for both parties.

In an experimental setting

it was discovered that there was a significant relationship between the
length of the experimenter's discourse and the length of the respon;;;--:--

dent's answ{·r.

When the experimenter was brief, the response was brief.

When the explanation was lengthened, the candidate followed suit. 9l

~'-

'

~~~___:
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More in-depth responses will result if the interviewer accepts the
candidate as a .conversational equal during the interview.9 2
Since the art of listening is important, both parties should be
aware that silence is healthy and expected.

The secure interviewer

will never .fear periods of silence and will realize that the candidate
may be suffering an emotional block, may need time to recover his poise

87 Jackson, p. 126

88 Fear, p. 27.

89 Alderfer and McCord, p. 378.

90serafini, p. 398.

91 sidney M. Jourard and Peggy E. Jaffe, "Influence of an Interviewer's Disclosure on the Self-Disclosing Behavior of Interviewees,"
Journal of Counseling Psychology, SVII (May, 1970), 252.
92Fcnlason, p. 124.
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or redirect his conversational channel. 93

Kahn and Cannell recounted

an experiment where doctors' interviews with patients were tape-recorded.

,.

~:-~:-_:
~-

In reviewing the tapes the doctors were a.nazed to find that they did

-----

e~
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virtually all the talking, even answering their own questions before the
P:;ttient had a chance; they evidently feared silence. 94

Unfortunately,

typical campus interviews last 20-30 minutes with the interviewer
reading the resume and doing most of the talking.95
~fhile

the length of the ir.terview may influence its quality, the

questions posed by the recruiter will gencerally be the determining
factor. 96

The questions should be straight-forward and frank, asked oite

at a time, kept strictly to the subject, m9.de perfectly clear, and not
imply an expected answer,97

In general, stressful questions will

probably produce guarded answers while nondirective and nonstressful
~

questions will be more productive.98 ·However, by probing, the interviewer can elicit responses revealing some of the candidate's basic
feelings about education and life: 99

The interviewer should accept

1f
~ --

-

=- - - -~
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whatever attitudes and ideas are expressed by the candidate without
overtly shmdng approval or disapproval or expressing moral or ethical
judgments . 100
· With his knowledge of body langa\1ge, the recruiter can structure the interview a.nd arrange the seating so certain characteristics

9 3 Ibid., p. 134.

94Kahn and Cannell, p. 3-5.
96 creth, p. 360.

95 Man dell, p. 154.
98 Creth, p. 358.

99

lOOFenlason, p. 123.

Brannon, p. 166.

97 Bingham et al, p. 74.
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of the candidate's behavior will be revealed.101

The interviewer should

minimize nonverbal conununication such as the tone of voice, raising eyebrows, or shifting in his seat 102 as such conununication may influence
the candidate.

Conversely, research confirms that the nonverbal

responses of the candidate often influence. the interviewer's perceptions.103

Inferences are usually dra•;n from four behavior patterns:

appearance, touching behavior, body langw1ge, and proximity
ences •104

prefer~

Females generally exhibit more eye contact than males and the

~

-

distance from the recruiter has a tendency to increase or decrease this
behavior.l05

Characteristics associated 1vith eye contact or the lack

of it are generally easier to isolate because people are aware of
them,l06 whereas such behavior as proximity preference is not as
readily understood.

Research has established that the most desirable

distance for effective communication in the selection interview is about
three to five feet and can be controlled by the recruiter arranging the

~-

r
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seating in advance ,107
Frequently the interviewer tends to emphasize the nonverbal
aspects of the interview more than the verbal.

Hatfield and Gatewood

stated that 30-35 percent of the meaning conveyed in a conversation is
verbal but when it comes to attitudes and .feelings, only seven percent
is verbal with 93 percent nonverba1. 108

lOlcohen and Etheredge, p. 75.
103 Hatfield and Gatewood, p. 30.

The interviewer should not be

102ste•··art
,
an d Ca sh , p. 138 .
104 Ibid., p. 35.

lOSibid.

10 6Ray L. Birdwhistell, "Field Methods and Techniques: Body
~lotion Research and Interviewing," Human Organization, XI (Spring,
1952)' 37.
107Hatfield <1nd Gate.vood, p. 35.

lOS Ibid.
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afraid to be influenced by his "gut feeling" which is basically an
inherent sense that often :represents the reaction of the subconscious
to subliminal clues and helps one person relate to another reali'stically.

He should also recognize that there are no well rounded people

without weaknesses.
too. 109

,,"
~-

~

Strong people generally have strong weaknesses

While some nonverbal aspects tend to leave the strongest

impressions., the recruiter must not rely upon his memory or impression3
but should also take notes during the interview.

f"-

The importance of taking notes of. the interview cannot be over··
stressed.

The most accurate method is tc do the recording immediately

while the interview is in progress using key words and phrases of the
candidate.

If the recording is left until ls.ter, relevant information.

may be forgotten and distortions may occur. 110 Mandell stressed the
importance of note taking during the interview in these words:
Many people are so worried about running a smooth interview
that they fail to take notes. Consequently, they get relatively
little from the interview. It is very important to take the time·
necessary to make clear and adequate notes. This may result in
some periods of silence, but don't let it worry you. Good notes
are absolutely necessary if you are to make an accurate review and
evaluation of the candidate following the interview. If you do a
good job of taking notes, you shoul:l almost have "writer's cramp"
when the interview has been completed. Two basic reasons: if you
take notes only on information you consider important, you will tip
the candidate off to the things he should, or should not, say to
impross you. By taking notes continuously, you are telling the ·
candidate that you are interested in everything he has to say. 111
The interviewer runs the risk of getting skewed responses if he only
takes notes occasionally.ll 2 On the other hand, he must not let note
taking give the candidate the impression that he is not commanding the

109 creth, p. 358.

lllMandell, p. 218.

110 Interviewer's Manual, p. 6-2.

11?-Jackson, p. 110.
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recruiter's full attention.ll3

1

b -

Importance C•f Recruiter's Sensi ti vi ty
Since the problem of bias has entered the picture, employers are
tending to select recruiters who are dedicated to equal opportunity for
all. 114

~~'

!~
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Th<' interviewer can keep bias out of the interview by keeping

the questions job related and using a vocabulary that he is confident
the

intervi£'\~ee

understands.

A typical middle-class white interviewer

would have c.ifficulty with some words and phrases used by minority
groups.

In these cases it is especially important that the interviewer

be able to o;ense the unspoken language, where body signs, veiled
hostility, and reaction that stems from frustration and a lack of
understandir..g are revealed •115
As a representative of management, the recruiter must be keenly
aware of the Equal Employment Opportunity Commission's stand on recruiting:116 "an employer has an affirmative duty at the recruitment stage
to see that black and other minorities come in and apply for jobs. 11117

,-'~

!:::--~--

This means that management must do more than guarantee neutrality with
regard to sex, color, religion, and ethnic background; management is
required to. put forth an effort to recruit, employ as well as promote
qualified l'Jembers of minority groups118 as well as members of both

-

"""'
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sexes.

ll3Garrett, p. 57.

114oipboye et al, p. 522.

115 Robert Calvert, Jr., Employing the Minority Group College
Graduate (Garrett Park: Garrett Park Press, 1968), p. 65.
ll6Ellen J. Kaplan, "Effective Interviewing, 11 Special
Librarie~, LXII (February, 1976), 63.
117Jorpelancl, p. 89.

118Rosenthal and Gessner, p. 52.
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Teacher Surplus and Recruiting
The recruiter must be careful that the car:dida.te not see him as
being pessireistic about employment possibilities in such fields as
teaching.

e---:---i-1
i:--------,.-.:-:o_o~--=-

There have been articles written about the ·potential teacher

surplus in the years ahead and this possibility may complicate the

~::___

recruiter's job, as he will be expected to make the best selection
possible from an abundance of applicants.

Sivulich has stated that he

fears there will be a surplus of over one million teachers by the year
1980. 119

;=-

Wi1ile this seems unlikely, there will still be a tremendous

challenge in conducting teacher recruitment interviews and in selecting
the best candidate for the position.

Morris stated that there will

always be a need for the well-prepared teacher, 120 espeCially the one
who has demonstrated his ability to hold a job.
In the past, most principals were happy to have someone else
do the recruiting chores. 121

Cross and Davis, however, expressed the

view that the administrators are in the best position for teacher selection because they know the community to be served and the qualifications
. t h at
nee d ed f or a teac her to b e success f u 1 ~n

. ty. 122

commun~

He recom-

mended that the power for recruitment be transferred from the central
district office to the individual school.

The principal would recog-

119 sivulich, p. 55
120John L. Morris, "The Interview: Guidelines for Making It a
More Effective Hiring Device," The Clearing House, XLVI (September,
1971), 36.
1 21 Ray Cross and Wallace Davis, "Who Should Select New Faculty?"
The National Elementary Principal, LV (March-April, 1976), 53.
1Z2Ibid.
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nize that he was accountable and could no longer blame the people

'

"downtown" for poor teacher selection.l 23 There is also the possibility of training teachers to be recruiters.

In one· survey, 25 percent of

those polled indicated a willingness to h.elp recruit outside their school
district. 124

As the teacher surplus abat% the employment situation

from a "buyer's to a seller's market," th:o skills of the interview will
become increasingly significant to both parties.l25
Closing the Employment Interview
As the interview comes to a close; the candidate will usually
begin to relax as he feels the worst is over.

At that time, the inter··

viewer needs to be particularly alert to eomments that will probably
more fully reveal the real self that may have been hidden behind a
professional mask during the interview .1 26

The candidate may now say

things he had wanted to say earlier but which seemed too irrelevant or·
trivial •to mention.
~

The interviewer need; to remember that the inter-

view is not closed until the candidate is gone, even though the last
question has been asked and a final handshake has taken place. 127
The applicant should be able to 1ceave the interview feeling he
had received fair treatment and with no :feelings of disenchantment with
the

interv~ew

process.

His self-esteem should not be impaired.

He

must believe that he has been given exactly the same opportunity at the

123 Ibid.
124"Teachers as Recruiters," NEA Research Bulletin, XLVIII
(March, 1970), 13.
125Morris, p. 39.

126Jackson, p. 128.

127 Bingham et al, p. 69.
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interview as·was given to every other candidate.l28

Above all, the

recruiter, who is doing preliminary screening, must not give the candi-

Recruiters should maintain close r:ontact with college placement

institution;; may develop a staff with a slanted outlook,

__ --

~ 00-o---0 00

not.l29

Favoring one or

.•

~:_c-::

n
~

date the impression he has been offered a job when in reality he has

officers even when they have no specific openings.

~-

:
~
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Very often,

teachers fr(lm geographic areas outside the local one can give a new
dimension to the faculty ,130

l

· To help prevent criticism of being biased, the interviewer,
whenever possible, should present his evaluations to a committee to make
the final decision.
views and

h~;lp

Generally, more judges will provide a variety of

eliminate possible prejudices that may occur in the onec
~~~:-

to-one arra"gement .131

E -
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The Group or Recorded Interview Methods as
Variations of the Emplo}~ent Interview
Although group and recorded interview methods are not new, they
can still be considered in the experimental stage as very little has been
published concerning their use.

Lopez discussed several techniques for

-

~

group interviewing and, although he endeavored to be impartial, he
appeared to be biased toward using the traditional method of one inter-

128 Jac.kson, p. 95.

129 Mandell, p. 148.

130Thomas L. McGreal and Clarence Hughes, "Things a Board
Should Know About Recruiting Teachers," The American School Board
Journal, CLVIII (~larch, 1972), 70.
131 recle, p. 363.
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viewer. 132

The methods described were:

(a) serial--the candidate goes

from one individual or group of individuals to another within the same

I
:~

B--- R~
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organization, (b) panel--a group of recruiters interview one cand.idate,
(c) group--two or more candidates are interviewed at one time, and (d)
leaderless group discussion--a group of candidates is presented with a
problem to solve and the evaluators observe the process. 133

Every

method has advantages and disadvantages but the probability of a
tension factor being present certainly exists in any group interview
situation. 134
The size of the group interview has promoted some speculation

I

l

but no common consensus has been reached by the.advocates of the
process.

Experimenters have found that in groups as large as eleven,

a minority tended to become nonparticipants and with less than five the.
group seemed too small to add the variety that was expected. 135 Merton

B----~

[:;

--

~--

summed up the problem by stating that the size should be large enough
to provide substantially greater coverage than a single interview but
not so large that individual participation would be stifled)3 6
Expectations may vary with the type of interview being utilized·.
Abrams stated that a different type of response can be obtained from a
group interview with one investigator and several participants than
from the one-to-one interview.

The candidate will usually be freer to

discuss ideas that might appear selfish if presented in a traditional
interview and many times the thoughts will be deeper and more revealing

132 Ibid.
135
vim~ing,"

133

Lopez, pp. 169-74.

134

Peele, Loc cit.

Mark Abrams, "Possibilities and Problems of Group InterPublic Opinion Quarterly, XIII (Fall, 1949), 504.
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than in a regular interview.

As in any interview, the responses.will

depend upon the recruiter's expertise.

One of the principal problems

has been in training individuals to assum0 the role, as the virtues
needed are:

~--o

•.. he must be clear and easy in speech, self-confident, alert,
stimulating, reassuring, well inform,Jd, a good mixer, preceptive,
unobtrusive and objective; finally h'~ must b<' able to translate
his experiences and his records into a fair and lucid assessment-he has to be articulate and analytica1.137

!51=--

Robinson, in suggesting the use of the group interview, questioned whether the one-to-one is really an effective procedure.

He

indicated that many employers have been d:"ssatisfied with the practice ·
but have not had an attractive alternative.

The "group intraview," 138

so called because it involves an intra-group process, would involve
about nine candidates with three prospective employers for a three-hour
interview.

The proposed "system demands nore of all participants in

terms of the acceptance of responsibility for the success of a group
endeavor ... but the potential results can ·oe more than commensurate. "139
Field found that the group oral interview has gained popularity
in a variety of agencies throughout the country.

The procedure involved

giving a group of candidates a challenging topic related to the prospective employment and letting them direct the discussion themselves.

The;

longer the discussion, the more advantageous it proved for the examiners
who sat around the examination room but did not enter into the discussion.

Forty-four agencies that were using the procedure stated that

137 Abrams, p. 505.
138stephen L. Robinson, "The Group Intraview," Journal of
College Placement, XXXII (February-March, 1972), 39-40,44.
139 Ibid.
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the values were not overrated, the results were satisfactory and they
!: __ -

planned to continue using the method.l40

!'i-~--~~ --~

In zn industrial setting, Goldman suggested that the group depth
interviewing method be used to help solve marketing problems.

He envi-

c
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sioned it being used when broad sampling was needed but for security
reasons would not be advisable outside of the company involved.

In

addition, he felt the group interview could profitably explore attitudes
about: the ccrporation, about public relations, personnel turnover and
recruiting appeals. 141
. Various uses for the group interview have been suggested in the
field of education.

One such use involved applicants desiring to be

admitted to the counselor education program at the University of West
Florida and has been described by Biasco ;;nd Redfering.

Five to eight

applicants and two to four professional persons in counseling and allied
fields engaged in a group interview.

Following the interview, the

faculty eva1uators prepared a written evaluation of each candidate and
'-"-

then conferred to share their perceptions and feelings.
rater reliability was found among the evaluators.

High inter-

On occasion the

participants were asked to rank the desirability of the candidates and
they were found to have a . 90 to . 80 correlation with the evaluators'
.

JUdgments.

142

140Harold Field, "An Analysis of the Use of the Group Oral
Interview," Personnel, XXVII (May, 1951), 481.
l4 1Alfred E. Goldman, "The Group Depth Interview," Journal of
Marketing, XXVI (July, 1962), 68.
l42Frank Biasco and David L. Redfering, "The Group Interview
as a Selection Procedure," ·Improving College and University Teaching,
XXIV (Sununcr, 1976), 153-54.
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Unlike the studies reported above, Diamond reported using the
group interview in the Mill Creek School in Philadelphia specifically

~'
~--:~---

for the recruiting of teachers.

He found that using teachers, parents,

8

and studentE as interviewers resulted in the asking of very perceptive
0 -

questions.

These questions were geared tmmrd determining what each

r~
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candidate was like as a person as well as his qualifications to teach.
He concluded that a team is less likely to miss key aspects of a candi··
date's personality or potential than would a single interviewer. 143
In this sarnd vein, Marcotte has proposed that peer interviewing, with
teachers helping the principal interview prospective teachers and the
principal helping the superintendent interview prospective principals
would provide additional strength during the interview and an additional
evaluation that would be very realistic.

In addition, the teachers and

principal wr,uld know first hand the special needs of the employees in

!:=-~--=-=

~

that distri:t.l44
David Zatz, an elementary principal, has for several years usee\
a group interview method for teacher selection.

Wnen a conference is

scheduled with a teacher applicant, Zatz notifies the head teacher of
the appointment and in turn the head teacher selects two additional
teachers to·help with the interview.

After the interview, each teacher

~

~

prepares a written evaluation with an accompanying vote, the principal
adds his vote and makes the results known to the personnel department. 145

143stanley C. Diamond, "The Group Interview: A Staff Hiring
Technique," NASSP Bulletin, LVIII (December, 1974), 57.
144Donald G. Marcotte, "Peer Interviewing: Why and How," School
Management, XVIII (June-July, 1974), 29.
14 Snavid I. Zatz, "Teacher Help Interview Prospective Teachers,"
Toc~:y·s__r~~ucation, LIX (February, 1970), 47.
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Ideally, the best way to obtain an accurate account of an inter··
146
.
. h a recor d.J.ng d evJ.ce.
.
view waul d. b e to tape t h e ent2re
procee d ings wJ.t
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However, the tape recorder is not used extensively because the tapes and

t.__

~-- ~=-~-:'0

machines are expensive and because the high cost of transcribing the
results makes the process impTactical for many organizations.l47

Then

there is the possibility that the interviewers themselves are nervous
about operating the machine, and preoccupation with worrying about the
taping can have a negative effect on the interview process. 148

In some·

instances candidates have objected to being recorded as they did not
want to be heard by anyone except the recruiter and they, too, were
nervous about the distraction possibility of the tape recorder .149
Finally, there is always the possibility of machine malfunction and
.the recruiter's work for the day resulting in a batch of blank tapes.
~

In recent years experimentation has taken place using video
transcription recording (VTR) equipment.

DuVall and Krepel stated that

---- -

L__
~
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VTR would not work for all candidates,.as some were camera-shy and
others were overly concerned about their appearance on the screen rather
than being concerned with the recruiter's questions. 150

According to

Stewart and Veruki, use of VTR for recruiting has not been widespread
not only because of the cost of videotaping and dispensing tapes to

146Interviewer's Manual, p. 6-1.
l47Raymond L. Gorden, Intervimving Strategy, Techniques, and
Tactics (Homewood, Illinois: Dorsey Press, 1969), p. 175.
148 rbid., p. 178.

149 rbid., p. 295.

150 charles R. DuVall and Wayne J. Krepel, "Using the Video
Transcription Recorder for Simulated Job Interviews," Business Education
World, LIV (January-l'cbruary, 1974), 31.
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countless employers but also because of the fear that in trying to tape,
all college graduates the process would become too "canned. 11151

How~--

ever, it has been used successfully in workshops where placement repre-

-

~

~
~7_,_"--,"'~

sentatives videotaped mock televised interviews which were played back
to the group and analyzed.

This procedure helped prospective employees

to recognize their abilities, and ski,lls } 52

Ros.son and coauthors

described a. "candid camera" approach in interview training.

Each candi:-

date was in\:erviewed and videotaped three times and each tape was
~

reviewed by the candidate to help prepare him for the actual job interview.

Cand:ldates reported that the training sessions were much more

difficult than the real job interview.l53
One report described a situation in which videotaping served
a dual purpose, first for recruiting evaluations for industry and then·
as an instructional aid for future interviewees at a college.

Kirad-

jieff, a recruiter, and Stimac, a career counselor, joined forces in
videotaping unrehearsed interviews that proved to be beneficial to
both employer and educator.

Students interested in public accounting

signed up to see the recruiter and agreed to the use of videotaping as
a screening device for company personnel.

Candidates that successfully

passed the screening session were given an office visit for further
evaluation.

Tapes were used at the college in preparing future appli-

151Richard A. Stewart and Peter E. Veruki, "Questions and
Issues: How a Placement Director and Recruiter View Priorities," Journal
of College Placement, XXXIV (Sununer, 1974), 37.
152Richard H. Hess, "Preparing for the Effective Interview,"
Journal of College Placement, XXXII (October-November, 1971), 50.
153Jay G. Rosson, Patricia A. Nash and C. Dean Miller, "Candid
Camera ViJeo Tape's Role in Interview Training," Journal of College

PlacC'mcnt_, XXXU (Onobcr-Novcmbcr, 1971), 66.
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cants for the interview, for by studying the videotapes, students could
c

make informed preparation for an actual interview.l54
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Summary
A review of the literature related. to recruitment with emphasis
L --

on the employment interview was presented in this chapter.
included:

The review

the role of the employment interview during the past three·

decades, the rationale for utilizing the method, the methodology
involved, and variations of the method sur:h as group or recorded employment interviews.
During the last three decades, four comprehensive reviews of
research on the employment interview have been published.

Beginning

with Wagner in 1949, followed by Mayfield in 1964, Ulrich and Trumbo
in 1965 and Wright. in 1969, researchers reviewed and analyzed hundreds
11---

of studies.

The uniform conclusion was that the employment interview,

as commonly used, lacked both validity and reliability.

'~
===

The research-

ers showed that management had not been enthusiastic about conducting
interview research and recommended that, to improve the c.redibility of
the method., experimental research be und<-rtaken using one or two vari:=--

ables at a time in a controlled situation·. or that a multidisciplinary
model using computer analysis of intervieK responses be developed.
To those interested in experimentation the recommendations for
further research were both appealing and challenging, but no alternative was presented to the greater number actively involved with using

154Edward J. Kiradjieff and Michele Stimac, "Videotaping,"
Journal of College Placement, XXXV (SLmnncr, 1975), 67-68.

-
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the employment interview on a day by day basis.

It may be assumed that

the field was left open for proposals of an alternative method and
the possibility that a recorded group interview method might be an
attractive alternative for prelimi11ary screening of candidates seeking
a teaching position prompted this study.

~---

Critics-in presenting negative aspects of the employment interview method have stated that it is costly, time consu.ming, requires
repeat perfurmances, has little pTeparation for areas to be discussed,
lacks consistency, is biased, and is often conducted by an interviewer
who prides himself on being able to "sum up" a candidate in a few
minutes.

These problems suggest the desirability of exploring alterna-

tive methods that might alleviate some of·the criticism.

With the more

standardized process of the recorded group interview for teacher
recruitment, the candidate would know the general areas to be covered
~:-__

from the list of suggested questions, the interviewer would have a

~

standard outline for the interview based on these suggested questions,
_c_

and an evaluation sheet would act as a personal check sheet which would
allow for a .more realistic comparison of candidates and tend to lessen
the criticism of inconsistency between interviews.
Alrc~ady

some experimentation has been conducted using a group

interview pr0cess in a variety of settings such as: solving market
research problems, screening applicants for admission to a professional
school, and for recruiting teachers.

In one school, for example,

teachers, parents, and students were members of a group interview team
which proved to be very satisfactory.

Another school found that using

three teachers to assist the principal in teacher recruitment strengthcncd the recruitment procedure.

This group approach to interviewing has

-

~
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·been so satisfactory that it seems reasonable to use the concept as a
base and build into it additional features to compen::;ate for the limitations researchers have discovered in the standard personal interview
process.

~--

~-----c-

Further experimentation has been conducted using recording
devices to aid the recruiter in the employment interview.

Although this

mE>thod provides a permanE>nt record it has been avoided becausE> of the
high cost of transcription, the expense of tapes and machines, the
possibility of machine malfunction with resulting blank tapes, and the
apparent reluctance on the part of both recruiter and candidate to be
taped.

However, a cassette recorded group interview would contain a

complete record without incurring the drawbacks and expenses of using
highly sophisticated equipment.

Since cassette recorders are house-

hold items today, there would be little fear that the recruiter or
candidate would be intimidated by its use, and the cost would be
minimal.
Since the literature recommends that further study of the
employment interview is not only desirable but necessary and since no
viable alternative has been forthcoming, it seemed reasonable, expedient, and ch:;llenging to test the recorded group interview method.

If

this method becomes recognized and utilized, the process could eventu-be expanded to incorporate more highly teclmical VTR equipment.

---

[,;;

----

~
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Chapter 3
PROCEDURES OF THE STUDY
In this chapter the procedures us i>d to conduct the study are
presented.

The chapter is divided into ti1ree parts: (1) The Populatior.

and Sample, (2) Data to Be Collected, and (3) Statistical Procedures for
Analyses of the Data

It was assumed that the data gathered from all

L
'

sources were conscientiously prepared according to the procedures
specified.

It was also assumed that the candidate would consider the

interviews as being realistic recruiting sessions and not just an
exercise for improving interviewing skills.

The data were punched on

computer cards directly from the evaluation instruments as they came
from the evaluators,

The cards were manu:tlly checked for accuracy and

~-----

'
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then analyzed by the computer.
The Population and Sample
The direct target population was prospective teachers on the
c.arnpuses of the five largest Seventh-day Ad•;entist educational institu··
tions in t;1e United States.

These schooJ.·s which comprise 50 percent cf

the Seventh-day Adventist institutions of higher learning in the United
States lver<,:

Andre~;s

University in Michigan, Loma Linda University and

Pacific Union College in California, Southern Missionary College in
Tennessee, and Walla Walla College in Washington.

These schools were

chosen not only for their size but geographically they encompassed both
49

-
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the East and the West.

Since the study director was experienced in the

Seventh-day Adventist educational system, he chose to use it for the
study

judgin:~

it to be typical of other parochial education systems.

In a broader scope, the results of the study may be applicable
to the entir,, Seventh-day Adventist educational system.

In addition,

it may be applicable to other parochial and private school systems and
to some segments of the public school system.
The sample was a random selection of40 prospective elementary
and secondary teachers on the campuses of five Seventh-day Adventist
institutions of higher learning.

~-

Ten canc'cidates were selected at each

of the three colleges on the West Coast, Lorna Linda University, Pacific
Union College and Walla Walla college.

Five candidates were chosen at

Andrews UnivJrsity and five at Southern Missionary College to complete
the sample.

While a national sampling of Seventh-day Adventist schools

~~

r

was desired, the logistics of obtaining tile same number from each school
was complicated by the different recruiting procedures followed in the
West and the East.

The western schools have education days when

recruiters are invited to come to campus for interviewing prospective
teachers.

In the East, no education days are held and the number of

recruiters available for participating in the study from November to
March would be much more limited than in the West.

Therefore, ten candi-

dates were selected at each of the Western institutions and only five
at the Eastern schools.
The procedure used to secure randomization was to take a
separate alphabetical roster of prospective elementary and secondary
teachers on each campus and select every fifth name until the required
number of candidates with alternates

~<as

reached.

These individuals

-=

=

Sl
were then ap?rised of the study and their willingness to participate
was solicited.

In the event. that a candidate did not wish to partici-

::"

~t:~,--~
-~

pate, an alternate was chosen.

(See Appendix D for sample of the guide

for campus coordinator.)

-~---

"
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Data Gathering Procedures
Arrr.ngements were made with the education department of the
five Seventh-day Adventist institutions selected to have one faculty
member coordinate the project on that campus.

On two campuses the

department c:hairmen coordinated the study and on the other three,
faculty members involved with student teacher supervision were chosen.
Each coordinator was provided with a detailed guide which listed the
duties of the campus coordinator as to procedures for: selecting the
candidates, orienting the candidates, selecting the group interview
teams, orienting the interview teams, scheduling and conducting the

~==

t=

group interviews, securing the personal intervie•H evaluations, and
·~

setting up the time schedule for completing the project on campus by
the deadlines established by the study director.
Acc8rding to the process outlined above, each coordinator was
responsible for the random selection of five or ten prospective elemen··
tary and secondary teachers for a total experimental population of
40 candidates.
Recorded Group Interview Team
The college campus coordinator selected a three-member team to
conduct the recorded group interview.

The composition of the team was:

(1) the principal of the elementary or secondary school on campus,
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depending on whether the candidate was a prospective elementary or
~-

secondary teacher, (2) a faculty member responsible for supervision of
elementary or secondary student teachers, and (3) one additional
faculty member from the education department or a local superintendent
or supervisor.

Each interviewer was an educator currently engaged in

Christian e<lucati.on and, in some cases, was previously acquainted with
the candidate.

With at least one interviewer acquainted with the candi-

date the interview rapport would probably be more easily established.
Tiw rationale for having a three-member team

1~as

that a team of

individuals would probably be less likely to miss key aspects of a
candidate's personality or philosophy than would a single interviewer.
Furthermore, this type of interview tended to be more comprehensive and
more of a discussion rather than an

inter,~ogation.

For the candidate,
~--

the group intervieK wa.s generally a faire:c and more satisfying experi-

~

~

~-~-

ence, as Di[@ond has stated.l

;-_~--

In·· preparation for the recorded group interview, the candidates
on each campus were divided into two groups.

One group was to have the

standard personal intervie1vs first follow<>d by the recorded group interviews.

Tiw second group began with the !ecorded group interviews fol-

lowed by the personal interviews.

The il'.terview team was provided with

a cassette :-ecorder, a tape, copies of thf; candidate's resume (see Appendix E for sample) and copies of the 28-item evaluation instrument, the
validation of 1vhich is discussed below. (See Appendix C for a sample of
the Instrument.)

In addition, members were supplied with copies

lsto.nley C. Diamond, "The Group Intervim~: A Staff Hiring
Technique," NASSP Bulletin, LVI I I (December, 197 4) , 57.

.--
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of the instructions to interviewers and evaluators which contained the
five-point rating scale to be used for th'3 evaluation instrument and
suggested questions covering six basic aroas. (See Appendices A and B

~
R"'--7'~'-'-

for samples of the instructions to interviewers and ·evaluators with

~'
·~-- _:-~

five-point rating scale, and suggested questions for the interviewers.)

.~.-

=

The six basic areas of suggested questions were: personal background, career selection, educational accolj'plishments, goals and
ambitions, philosophy, and spiri.tual life style.

These categories

reflected the general areas covered in a :·Jilot study consisting of 40
group interviews conducted by 30 Seventh-:lay Adventist superintendents,
supervisors, and principals.

The 30 educe1tors were divided into three-

person teams and without having a prepared list of suggested questions,
conducted recorded group interviews with

.)0

prospective P;lementary and·

secondary teachers on a. college campus.

Juring the course of the

sum'ller, the tapes were carefully screened and the questions asked by
the interviewers compiled.and then categcrized under the six basic
areas identified above.

As an aid to fut,lre interviewers,, the most

frequently asked questions were listed as suggestions under each of the
headings.

A 28-item evaluation instrume::it was generated from the data

and was used by all interviewers and evaluators in the study.
After the pilot study the evaluation instrument as well as the
guide to basic areas with suggested questions was given to a group of
twenty Seventh"day Adventist educators for further refinement.

All of the

group were experienced in interviewing and in evaluating teachers.
revie1~eJ

Each

the instrwnents in teTins of their content, relevancy and com-

prchcnsivcness.
when ::1ppropriate.

Suggestions submitted from this group were incorporated

!!!!!!!
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The instructions given to the recorded group interview team by
the campus coordinator gave them liberty i;o phrase their questions as
they pleased as long as the desired areas were covered adequately to

.,.-~~-~

~·-·-~
,~c

c

~

c

,!gj'-"-"--:;'

provide the necessary information to use i;he evaluation instrument.
All interviewers were free to participate in the discussion of any of

~-=-=
,-,-

the six areas but were encouraged to each select two basic areas in
advance so that all areas would be covereCL.,

This procedure tended to

lessen the possibility of one interviewer mu'nopolizing the time.
Standard Personal Interview Evaluators

I

The campus coordinator was also :responsible for securing the
standard personal interview evaluations.

During the recruiting period,

;

as superintendents, supervisors, and administrators came to the campus
to interview prospective teachers in the

~;tandard

personal way, the

~----

l:l--

campus coordinator would request their pa::ticipation in the study.
Their participation consisted of evaluatbg the candidate at the end oi>
the interview.

The coordinator provided the recruiter with copies of

the evaluation instrument, the instructions to interviewers and evaluators, the guide to suggested questions, ·and the candidate's resume.
The recruiter was asked to review the materials before conducting the
interview.
Data and Instrumentation
At the conclusio11 of each recorded group interview, the three
interviewers rated the candidate by filling out the evaluation instrument.

The leader of the intervie1; team was then responsible for

delivering the tape of the interview, the candidate's resume, and the
three' complctC'd evaluation instruments to the campus coordinator who

i'i: :_

~

~
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in turn mailed the lot to the study director.

u_____

At the conclusion of each standard personal interview, the
recruiter used the evaluation instrument and rated the candidate.

This

procedure continued for five months until the coordinator had collected
five evalua'.cions for the standard personai interview for each member
of the samp:·.e.

The evaluations were then sent to the study director

and the campus coordinator immediately scheduled the remaining half of
the recorded group interviews.
Th<> collection of data for each candidate is diagrammed as
follOW'?:

CANDIDATE

O

:cord:Jd
·ouu

"cte~vie\V

I
~

~

··

L
~-

~

·

~

u:":J:\;

11 l:iliJ
(Evaluations for
inter-rater

reliability only)

Interview
Evaluations
Five copies of ~
taped interview
evaluated in th
field

j
~\\
C:Q2I3f4TIJ

~

Ci

cj, &: C.l.- Composite pooled scores

used to determine
comparability between the variances and
means of the two methods

!_' ___ _
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As each recorded group interview was receivetl by the study
'

director, the tape was duplicated five times.

Each of the five copies

!:'-----"

of the. tape accompanied by the instruction sheet for evaluators, the
candidate's resume and an evaluation sheet was sent to five Seventh-day
Adventist superintendents, supervisors, or principals in the United
States to be evaluated.

Each of these persons had agreed to partici-

pate in the study by evaluating taped interviews.

(See Appendices F an1

G for samples of letter requesting participation and participation
consent fonn.)

I
I

I

One hundred twenty letters were sent out to educators in
nearly every state of the Union requesting participation in the
project.

A wide variety of experienced evaluators was desired so the

evaluations would reflect more than a territorial view.

However, the
r,~

involvement in the study depended primarily on the educator's willing-

~-:-

L

ness to participate.

Eighty-two percent (100) replied positively and

eight percent (10) negatively.

Some evidently did not feel the neces- ·.

sity to respond as they had already been asked to assist with recorded
group interviews on various campuses.

Here the procedure for the study

became intricate as the 240 taped intervie1vs were channeled in the
requested numbers to 89 of the 100 educators who had agreed to partici,_
pate.

Only one shipment of two or three tapes was sent to 69 of the

evaluators while twenty were sent a second shipment of two tapes as
quickly as the second half of the recorded group interviews was
received by the study director from the various campus coordinators.
The tlata 1vere computerized and analyzed in regard to the
research hypotheses concerning the comparability of the means and
variances of the tlvo methods.

The same data were utilizccl to determine

b

~

5''

the inter-rater reliability of the interviewers and evaluators for all
the methods.

In all, there was a total of 175 field evaluations for

the recorded group interview, 177 on-campus evaluations for the

,.

~--

L_
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standard personal intervie<V, 108 evaluations from the educators who

=

~---

conducted the recorded group interviews and 60 evaluations for the
single tape

use~

to check inter-rater reliability.
Statistical Procedures for
Analyses of the Data

Di:':'ferent statistical procedures were used to test the three
research

h~1otheses.

Hypothesis 1. There is a positive relationship between the
recorded group interview method and the standard personal interview
method.

A Pearson Product Moment Correlation was used to determine the
relation between the pooled composite recorded group mean and the

·-·,._

--

~"- --_

~

pooled composite standard personal interview mean for each member of
the population.z

The five evaluations for each method were pooled for

the composite score and mean for each method.
considered

~ubstarttial

The correlation was

and important practically when the correlation

coefficient was greater than .70 after correction for attenuation.
The correction for attenuation is a stat;_stical procedure for estimating the correlation between the scores on tNo variables--that is,
Nhat the correlation between them would be if both tests Nere perfectly

2N. M. DoNnie and R. W. Heath, Basic Statistical ~lcthods
(4th ed.; New Ycn.·k: Harper ami Row, 1974), p. 225.

!!!!!
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reliable. 3

The procedure was used to add credibility to the study.

determine whether there is a non-chance

r-~lationship,

To

the .05 level' of

i-'
t"!-----

;;------

significance was used.

~

c

W'o''

Hypothesis 2. TI1ere is no significant difference in the
variances for the recorded group interview method and the standard
p~rsonal interview method.

k

H

To determine whether the varianc-os differed more than just by
chance a Hartley Testproducing F-ratios was used, 4
Hypothesis 3. There is no significant difference in the means
for the recorded grov.p interview method and the standard personal
inteTview method.

A t-test for paired scores was used to determine the difference in the means for the two methods.S
In addition to the main study, the inter-rater reliability o:f
the evaluators for the various methods was determined.· An analysis of
variance procedure using subjects as the rows and the methods as the
columns was used. 6
To document the nature of the evaluation instrument, an item
analysis was conducted to determine the contributions of specific
items and a factor analysis was done to examine the clusters of related
areas.

~

3Julian C. Stanley and Kenneth D. Hopkins, Educational and
Psychological Measurement and Evaluation (Englewood Cliffs: PrenticeHall, 1972), p. 340.
4 s. J. Winer, Statistical Principles in Experimental Design
(2d ed.; New York: ~kGraw-llill, 1971), p. 34.
listanley ~mel Hopkins, p. 130.

59
Summary
Tnb chapter described the procedures followed in collecting
~------

and statist::.cally analyzing the data for the study.

Campus coordi-

e-~-~

F

i'

nators on Lve Seventh-day Adventist campnses selected the candidates,

b--,-

selected the individuals to conduct the recorded group interviews,

~

~--:-:---

solicited the cooperation of recruiters for the standard personal interview evaluations, and forwarded all the ntaterials to the study direc1:ol".
The taped interviews were duplicated and mailed to Seventh-day Adventist
educators in the United States to be evaluated.
Und<1r the direction of the five campus coordinators, 177
evaluations for the standard personal interview and 108 evaluations fol"
the recorded group interview were collected and sent to the study
director.

From the mailing of taped inteTviews, the study director

obtained

17~;

field evaluations which wen: compared with the 177 standard

personal

ev~eluations

using a Pearson Product Moment Correlation to

determine the relationship.
In addition, statistical procedures were utilized to detemine
the

inter~rat~er--re-tiab~i-1-ity--of-eva-}uatsr-s--for--eaeh-of-the--th;r:ee--method=s---

used.

To document the nature of the evaluation instrument, an item

analysis

IWS

used to determine the most significant i terns and a factor

analysis

wa~;

utilized to cluster related areas.

·-'- -"-

I
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Chapter 4
PRESENTATION AND ANALYSIS OF THE DATA
In this chapter the data and the analyses of these data are
presented.

The.chapter is divided into four sections.

First, the

sample is a:talyzed and the data collected for each member of the sample
are reported.

Second, the statistical analysis of the data in regard

to the resefcrch hypotheses .is discussed.

Third, the rater consistency

of the inte);viewers and evaluators is analyzed.

Fourth, item and factor

analyses of the evaluation instrument are reported and discussed.
Sample Used and Data Collected
The sample consisted of 40 prospective teachers on five Seventhday Adventi.>t college or university campuses in the United States.
Since there are only ten Seventh-day Adventist institutions of higher
learning in the United States, the sample consisted of individuals from
50 percent of them.

Thirty candidates were from the West and ten from

the East representing both the elementary and the secondary fields of
teaching.

Over a period of five months the candidates were interviewed

and taped in a recorded group interview session and were interviewed
by recruiters in the standard personal way.

The taped interviews for

36 out of the 40 we:re suitable for duplicating and sending to educators
in the field for evaluation.

Of the 180 tapes distributed to 101 field

evaluators, 175 (97 percent) were evaluated and the evaluation instrumcnt returned to the study director.

This high percentage of return
60
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was facilitated by sending a follow-up letter (see Appendix H for facsimile), personal visitation, and numerous phone calls during the last
few weeks of data collection.

To test for inter-rater reliability, one

tape was selected and duplicated 60 times and distributed to twenty
elementary principals, twenty secondary principals and twenty supervisors or superintendents.

All 60 (100 percent) of these evaluations

were received and tabulated (see Appendix I for table).
For the recorded group interviews, ten three-person teruns were
involved and at the conclusion of the interview the candidate was
evaluated by the interviewers.

All the evaluation instruments (120)

were received by the study director and were tabulated (see Appendix
J for tabula.tions).

For the standard personal interviews, the campus coordinator

;::-

;:;~

on every can;pus involved in the study endeavored to secure the cooperation of five recruiters to evaluate each candidate.

Two hundred

:

;

---::·::

__

standard personal interviews were sought and 194 (97 percent) were
secured and tabulated.

However, four of the taped·interviews were not

usable, so only 36 candidates with 180 possible personal interviews weTe
used in the study.

Of these 180 solicited, 177 (98 percent) were

secured (see Appendix J for tabulation).

The total number of inter-

viewers and evaluators involved in the study was. 160.
Analyses of the Data
The data from the evaluation sheets were punched on computer
cards, manually checked for errors and then computerized using several
programs of the Statistical Package for the Social Sciences (SPSS) available on the Hunoughs 6700 computer of the University of the Pacific.

-
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The statistical analysis of the data relating to the research hypotheses
was the fint to be considered.
Table 1
P(oarson Product Moment Correlati.on Summary Table for
Personal, Group, and Recorded (taped) Interviews
=---0

Methodo

Correlation r
r
------------------------

squared

Significance

Persom.l vs •
Recorc'.ed

.42

.18

.0050

Persomcl vs.
Group

.58

.34

.0001

Recordf,d vs.
Group

.52

.28

.0005
"-

The £irst of the research hypotheses was concerned with the
~-

correlation between the personal interview method and the recorded

~- -_

~_____:

group interv·iew method.

~----=---

Hypothesis 1. There is a positive relationship between the
recorded group interview method and the standard personal interview
method.
The Pearson Product Moment Correlation of the SPSS program
was used tc· determine the relationship between the personal interview
method and the recorded group (taped) interview method.

The results

are tabulatEd in Table 1.
The Pearson
degrees of freedom.

r~.42

was significant at the .01 level with 35

According to Downie and Heath,l any correlation

larger than r=.42 with 35 degrees of freedom is significant at the

1N. ~1. Downie :md R. W. Heath, Basic Statistical Methods (4th

ed.; New York: llarper and Row, 197 4), p. 314.
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• 01 level.

Although the correlation did not reach the practical level

r=:--;1 __ _

of r=.70 set for the study which would have allowed the methods to be
used interchangeably, the correlation was still significant.

The r=.70

n
~~.;-~

correlation was set without knowing the degrees of freedom that would
exist when the deadline for processing data was xeached.

,_,

~
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The study called for using a corrO'>ction for attenuation on the
calculated correlation.

However, when this process was completed, the

resulting correlation was greater than l.DO which was not valid due to
the very low inter-rater reliability.

Correlations can range from -1

to +1 and anything outside t.hose limits is not valid.

Thus the computed

correlation between methods cannot be high due to the unreliability of.
the evaluators.

These errors of measurement may conceal substantial

relationships between methods but the magaitude of the relationship
~---

is not apparent.

~

Since the correlation of r=.42 is positive but moderate, the
hypothesis was retained and the conclusion was that a positive relatio.11ship existed between the personal interview method and the recorded
group interview method.

Approximately lb percent of the variation in

the recorded group interviews is accounted for by the performance in the
personal interviews.

In comparing the group method with the recorded

method and the group method with the personal method, a positive
relationship was found to exist between all three methods.

The corre-

lation between the personal and the group methods showed .the highest
relationship with a Pearson r of .. 58 with the personal accounting for
about 34 percent of the variation in the group intervie,;s.

Between the

group and recorded group intervie,; methods the Pearson r was .52.
It appears that there is not a great deal of difference in the

-
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selection of one method over another but a better correlation seems
~------

probable wh•m a group is involved in the interviewing process.

This

iii~~

:
~

was the mos·.; important hypothesis of the study as it was predicted that

-

--

-;

..•.

there would be a substantial positive relationship and thus either
method could be used,
~)thesis 2.
There is a significant difference in the variances for the recorded group interview method and the standard personal
interview m~;thod.

To determine if the variances differed more than chance, a
Hartley tes1: for the ratio of the variances of the two groups was
examined.

Table 2

'

Hartley Test Summary Table of
Ratios of Variance

~

~~=--

Methods

Standard
Deviation

Variance

F-ratio

df

Significant
F at .05 level

tf_
~---

~ -=

--

~'-

Personal
Recorder\

9.84
28.15

96.82
792.42

8 . 18

35,35

2.01

Persone.l
Group

9.84
15.78

96.82
249.00

2.57

35,35

2.01

Record-'l.cl
Group

28.15
15.78

792.42
249.00

3.18

35,35

2.01

~

,-

~

~
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From the surunary table it is obvious that the F-ratio of 8.18
between the personal interview method and the recorded group interview
method was statistically significant at the • 05 level with 35 and 35
degrees of freedom.

The ratio needed to be greater than 2.01 to be

considered significant.

Since there were significant differences in

6S

the variances for the two methods, the null hypothesis was rejected,
The recorded method produced the greatest variability in the judges'
assessment, while the personal method showed the least variety.
In comparing the group interview method with the recorded group.

[;!_

Er=-~-
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interview mEthod, the ratio of variance was 3.18 which was statistically
significant.

E---~-

Also, between the personal and group methods, an F-ratio

of 2.57 was significant.

In analyzing all three methods, the results

indicated that the recorded group interview method produced the greatest
variability in the judges' assessment, the group method next and the
personal method showed the least variability.

I

The third hypothesis was concerned with the means for the two
methods

und~r

study.

There is no significant difference in the means
~thesis 3.
for the recc•rded group interview method and the standard personal interview method.

Table 3
T-·test Summary Table of Paired Scores for Personal,
Recorded, and Group Interview Methods
Methods

Mean

Standard
Deviation

Mean
Difference

t
value

df

3.80

35

Probability

Personal
Recordec

56.19
73.74

9.84
28.15

17.54

Recorded
Group

73.74
52.91

28.15
15.78

20.83

4.47

35

(.001

Personal

56.19
52.91

9.84
15.78

3.63

1. 66

35

).100

Gr,mp

------

<.001

..,-
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To determine if there was a significant difference in the means
for the different methods, a t-test for matched groups v1as used.
tabulated

r~'sul ts

The

ii

c-~·-·--

i:i__=

appear in Table 3.

The mean for the personal interview method was 56.19 and for
the recorded group interview method 73.74.
of 17.54

re~;ul ting

Since this is a difference

in a t value of 3. 80, the t value is significant

beyond the . 001 level when the degrees of freedom are 35.
hypothesis ;:as rejected.

There was a significant difference in the

means- betwe(;n each of the methods used.
is explained as follows.

The null

The nature of the differences

The group method having a mean of 52.91

differed from the_recorded group method by 20.83 and from the personal
method by 3.63.

The higher mean for a specific method showed that the

evaluators for that method rated the cand::_date less highly than methods
with a lower mean.· The evaluation instrutnent 1 s scale was from one for
outstanding to five for insufficient.

Tt.e personal interviewers gave

the highest rating to the candidates, the group interview teams next and
the recorded group interview evaluators the lowest.

There seems to be

something about the personal contact of the group and personal interview
situations that may have allowed the cam\'idate 1 s performance or appearance to influence the evaluators.

The rt·corded group interview evalu-

ators, not having any visual image of the candidate to impress them, nor
the chance to establish rapport through personal contact, may have been
less venturous in rating the candidate as evidenced by their tendency
to use the insufficient column more often than the other evaluators.
The possibility of one or more of the group interviewers being
acquainted with the candidate may have influenced some of the evaluators
from the group.

;d
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Inter-Rater Consistency

,,

~--

A two-factor (Rater X Method) analysis of variance was performed

r---

r

separately en each of the three methods.

The results gave the mean

squared between subjects and the mean squored within subjects which are
used in statistically computing inter-rater reliability.

~----

'

F;~=--='

§ ______ _
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The formula

R -- l -_ MS(~ithin) was use d to determine the inter-rater consistency
MS(tetween)
and the date are sunllllarized in Table 4.
Table 4
Pu<alysis of Variance Summary Table of InterRater Reliability for Three Interview Methods

The group interviewers with a consistency of r=. 77 were the
only evalua"ors that demonstrated consistency.

The personal inter-

viewers with a rating of r=.49 and the recorded interview evaluators
with r=.28 each showed a lack of consistency in the ratings of the

candidates.

Evidently the group method which allowed two team members

to concentrate on evaluating the candidate while the third was doing
the questioning gave the team the most realistic appraisal of the
candidate.

;;;
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As a.n added interest to the study, 60 recorded group interview
tapes of thE' same candidate were sent to educators in the field to be
evaluated tc' determine if one group would rate the candidate higher th:m
the other tHo groups.

Twenty tapes were .sent to elementary principals,

twenty to SE:condary principals, and twenty to superintendents or supervisors.

ThE: evaluation scores for each group are tabula ted in

Appendix I r.nd were analyzed by an analys.is of variance procedure to
determine the deviation from the grand mean.
tical

analy~is

The results of the statis-

are summarized in Table 5.
Table 5
Multiple Classification Analysis of
Sixty Scores for the Same Candidate
-

Group

#1 (Elenentary)

N

20

Grand Mean

5.85

Adjustment
(Deviation)

Adjusted
Mean

.23

6.08

~ --~

,----::;:

i~~
~
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#2 (Secondary)

20

5.85

.14

5.99
-

#3

(Superintendent 20
or Supervisor)

5.85

-.37

5.48

The grand mean was 5.85 and the mean for the elementary principals was 6.08, for the secondary principal.s 5.99 and for the superintendents and supervisors 5.48.

There was no significant difference in

the evaluating by any one of the three groups of evaluators.

Therefore,

the choice of method of interviewing is optional as far as the raters

are concerned and this supports hypothesis 1 that all three methods
are comparable.

I
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Factor Analyses and Item Correlation
. of the Evaluation Instrument

~----

For the item correlation of the evaluation instrument, 468 evaluations were used.
of the 36

This analysis included thirteen evaluations for eact

c~cndidates

in the study.

A Pearson· Product Moment Correlaticn

6=---=,-.~

P::'""--'-""

program of the SPSS correlated each item sum across raters with every

e.------

other item sum for all candidates and then correlated each item sum with
the total s;nn of the scores for the entire evaluation instrument.
The majority of the correlations were above .50 and were

=;--

significant at the .001 level. . The correlations below . 50 at . 001 significance level were identified and tabulated in Table 6.
the 28 show<,d a correlation of less than . 50.
10, 11, 14, 15, 22, 23, and 26.
were:

Seven items of

The i terns were numbers

The areas evaluated in these items

a) the candidate's extra-curricular activities which promoted

~-§-

development of leadership, b) the candidate's articulation of the
benefits of student teaching, c) the candidate's description of non-

..:--;------=-~=

professional interests and aspirations, d) the candidate's awareness of
the need for continued study and professional growth, e) the candidate's enthusiasm for the church's philosophy, doctrines and writings
of Ellen G. White, f) the candidate's perception of giving a Christ-

E
centered focus to his teaching area, and g) the candidate's ability to
give full responses without monopolizing the interview.
In correlating the sum of the individual items with the total
sum of the 28 items of the instrument, the correlations indicated that
all items contributed significantly at the .001 level to the over-all
instrument.

Item one which evaluated the candidate's alertness and

perccpt:Lveacss had the highest correlation with .90.

The remainder of

~
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the items except 11 a'1d 15 showed correlations of .80 or . 70.

Item 15
"

r.--

concerning the need for continued study and professional growth had a

~=
~--- __

--

correlation of 165 and item 11 dealing with student teaching correlated

~

~-·-c'C~

at • 51.
In general, the evaluation instrument was statistically satisfactory.

With minor revisions, reorganization of certain areas, and

the rephrasing of some evaluation statements, the instrument should be
adequate for further use.
'c

A f"ctor analysis procedure was used to cluster the items of the
evaluation instrument.

A variety of statistical procedures were

conducted and the results summarized in a varimax rotated factor mat:rix,
which designated the significant factors 1vith the loading of items on
each factor.

The selected limit for any factor to be considered was set
~=

at .60 with.no otheT factor for that item carrying a load of over .40.

j-

R-

-
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Only factor·s loaded with more than one item were consideTed.
The evaluation instruments were divided into three categories,
analyzed and then combined for a final run.

The personal interview

evaluations, the group interview evaluations, and the recorded group
interview evaluations were each analyzed sepaTately and then all 468
were combined for the final analysis.

The results are sunwarized in

Table 7.
The combined analysis resulted in the identification of two
general factors.

One factor dealt with the candidate's attitudes,

ability to articulate and being able to state goals.

TI1is factor was

evidently dominant in two of the methods as the combined analysis had
ten loadings, the personal six loadings, aml the recorded group an
undetermined number as this factor absorbed 100 percent of the rcconlccl

~

----

Table 7
Factors Identified by Varimax Rotated Factm· Matrix
With the Item Loadings on Each Factor

--------·-------------Method

Factor #1

Factor #2

Combined
Methods

1' 2' 4
6, 13, 19,
20, 25' 26,
27

14, 16, 28

Personal

6, 13, 25,
26' 27., 28

----------- ........

'-•''

Factor 113

Factor #4

15, 16, 17,
18, 22, 24

10, 19

Factor #5

Group

Recorded

Factor 116

9, 20, 21

5, 8

All items loaded

on first factor

__.
N

!I
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1

llillrnii':F'"HI'I. I:

;11.1:1

" : ~."'"[[·!'[''~ ''"l_l'_[~i'["cn_,_'_'['f'!_''"'·
~1:111~ 1:1: i
!

::

::

i

'!:

"[ ·J'
·'

,

I ,

:

73

groul? interview factors.

The second factor for the combined evaluations

dealt with the candidate's activities outside the teaching profession

'~'~·

and had three loadings.

f;-

~
~,.:,

..:_::

The second factor for the personal interview method had six
loadings and explored philosophical and spiritual issues as well as
hypothetical situations with the candidate.

The third factor for the

personal interview had two loadings that did not seem to have any dir-ect
r-elationship.
The gr-oup interview method had tv.o factor-s with two loadings on
one and three on the other-.

The fir-st f<:.ctoT dealt with the candidate's

statement of goals and recognition of strengths and weaknesses.

j

The

other factor was concerned with r-ecognizjng the pr-oblems facing parochial
education today as well as recognizing the special role of a parochial

=----

school teacheor.
The factor- analysis procedur-e re\ealed that a r-earr-angement of
the items of the evaluati.on instriment we>uld cluster ar-eas more accurately.

Some of the present headings might be eliminated and a larger

number than four i terns could be clustered under a single present headir:g.
It also indicated differences in the way the instrument was used in t}le
different interview situations.
Summary
In this chapter the data and analyses of these· data were
reported.

1he planned sample of 40 candidates was reduced to 36 when

four of the recorded group interviews were found not usable.

For the 36

candidates a combined total of 468 evaluations was solicited and 460
(98 percent) were received and computerized to be

~malyzcd

statistically

~'·~
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by the SPSS program for the Burroughs 670G computer.
[-!

A P<:arson Product Moment Correlation of .42 significant at the
.001 level :;howed a positive relationship between the recorded group

~--

~

----

~-

c

and the star•.dard personal interview methods even though it did not
reach the p1·actical equivalence level suggested for the study.

The

~

=oc:o;;:=

hypothesis that there would be a positive.relationship between the two
methods was maintained.

The correlations showed that all three methods

were positiYely related.
Hyp(·thesis 2 was concerned with the variances between the two
methods and was rejected, as a Hartley test for the ratio of variances
established that there \"/ere significant differences in the variances for
the three mEthods.

This meant that depending on the method, the rater's

assessment cf the candidates sho\"led a great deal of variability.
The third hypothesis that there would be no significant differ-·.
ences in thE means between methods was rejected.

A t-test for matched

groups indicated a substantial difference. in the means for all three
methods.

This indicated that the evaluators of the different methods

~-- -

as a whole rated the candidates higher or lower by one method than by
another.

The recorded group interview evaluators were most critical of

the candidates.
An analysis of variance procedure \"las used to check the
consistency of the raters, and the low inter-rater reliability indicated
a lack of consistency for the personal and recorded group interview
evaluators.

As an additional check for consistency, the same recorded

group interview was sent to twenty secondary principals, twenty elementary principals, and twenty superintendents or supervisors to compare
the consistency of ratings.

The results showed no significant difference

=
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in the ratings among the groups.

u. ___ _

The items of the evaluation instrument were correlated with each
other across all candidates and correlated with the total sum of all
scores for the instrument.
correlated ocbove .50,

The Pearson r designated 21 items as

In the over-all comparison, the correlations

E'"-

r.o- oo

i'
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were all significant at the .001 level, establishing that every item
had contributed to the usefulness of the instrument and that it was
generally consistent in evaluating candidates interviewed by any of

~--

the three m•othods.
As a final substudy, a factor analysis of the instrument
clustered the i terns on two factors.

The dominant factor dealt with thE'·

candidate's attitudes, ability to articulate, and established goals.
The second factor was concerned with the c;:ndidate's activities outside

~--~=-=----

the teaching profession.
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Chapter 5
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
~

This study was conducted to determine if a recorded group inter-

"''c.cccco-

view method might be comparable with the standard personal interview
method as a preliminary screening device for prospective teachers in a
parochial educational system.

A summary of the stl:dy will be presented

in the firs·c section of this chapter.

=;-

In the second section the statis-

tical analyses of the data collected will be discussed and conclusions
dravm.

In the third section recommendations for further research and

study and for the refining of the group interview method will be offere1.
Summary

p_

A brief history of the problems faced by Seventh-day Adventist
educators in recruiting teachers was presented in Chapter 1.

Since all

Seventh-day Adventist schools are staffed.with denominational personnel,
the recrui tj_ng administrators, superintendents, and supervisors have
traveled the continent visiting the ten denominational institutions of.
higher learning to survey the prospective teachers.

The standard person-

al interview method has been the primary technique used for this pre-liminary

~croening

process.

111ere has been little consideration given

to the use of other techniques.

In this study the recorded group

interview has been suggested as a possible alternative interview method.
Literature related to recruitment, with emphasis on the employ-

76
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ment interview, was reviewed in Chapter 2.

Between 1949 and 1969, four
~----

comprehensive reviews of the research on the employment interview were
published.

The researchers concluded that the employment interview as

presently used lacked both validity and reliability, and they suggested
~-

changes in research methodology which might lead to more positive
results.

These suggestions were challenging to readers interested in

research but gave little direction to thos'! involved in the day by day
process of interviewing prospective employees, who 11ere the ones needing an alternate method.

Therefore, a suggested alternative, a cas-

sette-recorded group interview using three interviewers with each
candidate, seemed to be a viable alternative sui_table for experimentation.
Some previous experimentation has been published using a group

=-

interview process in such settings as ·sol "ling market research problems,
in screening applicants for admission to
recruiting prospective teachers.

-~

professional school, and in-

·The method was considered very worth-~

while by the administrators and teachers tnvolvecl in the process.
Experimentation had also been conducted using recording devices which
evidently did not gain popularity because of the high cost of transcription, the expense of obtaining and servicing the machines, and the ·
possibility that the machines would intimidate the parties involved.
However, a cassette recorder is so common today that both the intimidation factor and the cost of maintenance are negligible.
Therefore, it seemed that experimentation with a recorded group
interview method was timely, as well as challenging.

There was the

possibility that a positive relationship might be obtained bct\Vecn the
standard personal intcrvic\<J and recorded group intcrvieh' methods.

If

~

~
~
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this occurred, the alternative process might be promoted, become
recognized, be utilized, and eventually be expanded to incoporate such
highly techrdcal equipment as the VTR.
A d(;tailed presentation of the procedures used to conduct the
study 11as pl'esented in Chapter 3.

1he population and the sample were

discussed, the data to be collected were o.dentified and the procedures
for collecting the data were described.

In addition; the statistical

methods for analyzing the data for the three research hyptheses as well
as for the

~.everal

substudies were described .

. In Chapter 4, a presentation and inalysis of the data were
provided.

'ihe planned sample of 40 candidates was reduced to 36 when

four of the recorded group interview tapes weTe found unusable .. The
statistical analysis of the 460 evaluations received for the 36 c.andi·dates was presented in tables and inteTpreted as to how it related to
the research hypotheses and the sub studies.
Findings and Concl.usions
Seve-nteen computer runs were completed using portions of the
data oT the data in its entiTety and were analyzed in regard to the
TeseaTch hypotheses and related substudies.

The data showed that a

positive Telationship existed between the recorded group interview
method and the standard personal interview method.

The Pearson coTre-

lation of r=.42 indicated a positive relationship at the .01 level of
significance, even though it did not reach the practical level of
r=.70 set for the study.
Further analyses of the data revealed that a positive but low
correlation existed bct,;ecn the recorded group interview method and the

E

I

79

group interview method.

In addition, a low but positive correlation
,.
~--·-

existed between the group interview method and the standard personal

EL:_:..:.

~

,,

-~

interview mf;thod.

-

In the gathering of data for this study, considerable feedback
was receive(. from the campus coordinators, interviewers, and field
evaluators

~,bout

the three interview methods.

In addition, the study

director in screening the taped interviews noted possible influencing
factors.

Since the compilation of this information was not part of the

research design for the study, it was not included in Chapter 4,

How-

ever, the feedback could prove invaluable to those experimenting further
with various interview methods and therefore it is being summarized in
this chapter.
In interviewing and evaluation of candidates, a number of
factors may have had a definite influence.

Some personal interviewers

noted that the evaluation was far too complex for the "quickie-getacquainted" type of personal interviews they were accustomed to conducting.

They indicated that the instrument was gauged more to in-depth

interviews, while their primary purpose was to scrutinize the candi -·
date's appearance and poise and assess his 1'armth and friendliness.

The

personal interviewers, as well as the group team and field evaluators,
expressed frustration in having to evaluate all 28 items and this could
have had a negative effect on some evaluations.
Some group interviewers stated that they appreciated the opportunity to be able to relax and observe while other members of the team
did the questioning.

This was a marked contrast to the personal inter-

viewing where the interviewer feels almost the same pressure as the
candillate to keep a rapid-fire exchange of ideas as time is usually so

-
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limited.

Both the personal interviewers and group interviewers had the
r.-- ---

advantage over the field evaluators in· not having to form a mental

s=:_-'-=
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picture of the candidate strictly from a tape recording.
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For the group interview and subsequently for the taped inter-

~~
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v~ews

sent to the field evaluators, the basic motivation of the inter-

viewers and candidates could have influenced the interviews.

Some

interviewers suggested that the procedure was an experiment to explore
an alternate method of interviewing and failed to inform the candidate
of the possibility that the taped interview would allow him to be
exposed to a wider range of prospective E·mployers than would be experi·enced by his fellow candidates who were not being tape recorded.

When

this was the case, the enthusiasm of all ·concerned could have been
limited.

The candidate could easily have said to himself, "Why should I

defend my philosophy of discipline or exert myself to explain my commitment to Christian Education?

These interviewers are not considering me

for employment so let's just get the exerccise over with."

When this was

the case, the candidate would stand to have a lower rating from the
group interviewers and the field evaluators-than from the personal
interviewer who was seriously considering the candidate for appointment.
For the interviewers the mind-set 1;ould definitely influence
their participation both in interviewing and evaluating.

If they were

not sure of the values of the procedure other than to make it an interesting study, the interview would probably be a casual t1;enty-minute
chat 1;i th a hasty conclusion as the time expired.

~hny

of the inter-

viewers and evaluators had little knowledge of past research in regard
to the employment interview and since it is the only method familiar to
them, the halo surroumling it may be difficult to dispel.

81

In listening to the tapes, some evaluators noted that interL,; ___ _

viewers, whc were usually very aggressive, proceeded very cautiously.
They gave tl.e impression of being reserved and took a
stance.

~

non~threatening

n

~-~-
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Evidently they did not want to appear aggressive and may have

feared critjcism from their fellow educators in the field as to their
expertise ir. conducting an employment intE•rview.
In some interviews the complexity of the questions seemed to
overwhelm tb.e candidate, and some intervi'ewers seemed oblivious to the
strain their questioning and probing was producing in the candidate.
other

~nterviews

In

too much time was spent on non-essential "small talk"

and when thE critical areas were reached, the group began rushing the
interview leaving little time for thorough answers or for the candidate
to ask relevant questions.
The fact that many c.andidates were just beginning their student

~---t:i

teacher.·· experience or had n:ot started at .all seemed to influence the
interviewer~.

Student teaching is the one topic that appears in nearly

every teacher recruitment interview and, without having had the experience, the candidate would not be in a position to relate adequately to
the hypothetical situations set up by the interviewers.
The technical production and resulting quality of the taped
interviei~

w•s a relevant factor.

Some intervie.vers 1 questions and the

candidate's responses were hard to hear and in addition conflicting
exterior noises added to the problem.

Several evaluators stated that

having to strain to hear the candidate's responses and not being
entirely sure what was said tended to result in a lower score than was
probably deserved.
As a last possibility, many evaluators and interviewers have

~
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been so accustomed to an annual recruiting excursion that an alternative
method whid. might curtail their personal desire to travel might be
less than appealing and consequently their participation less enthusi-

~-~---
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astic.

On the other hand, if the evaluator knew that he needed to make
"'------.-"-

definite prE,liminary screening decisions from the recorded group inter-

~-

view he would probably have evaluated the interview more seriously.
Hypothesis 2 was concerned with the difference in the variances
between the standard personal interview m.ethod and the recorded group
interview mE,thod.

The F-raties for these two methods as well as for

comparing all three methods were statistically significant.

The

conclusion was that the null hypothesis should be rejected as there
was a significant amount of disagreement or lack of agreement between
interviewers or evaluators.
Hypc.thesis 3 predicted no signifi<:ant difference in the means
between the two main methods under study.

The statistical analysis of

the data pr"duced means that varied from 52.91 for the group interviewers to i"3. 74 for the field evaluators of the recorded group interviews.

The null hypothesis was rejected as there was a substantial

difference in the means between each of the three methods.

The conclu-

sian reached was that the higher mean for the recorded group interview
method indicated that the evaluators had given loHer scores to the
candidates interviewed by that method.

Since the candidate Has evalu-

ated on a scale of one to five Hith one being outstanding and five
being insufficient or inadequate.
According to a nwnber of evaluators, the request that all items
of the evaluation be completed resulted in using the munber five column,
insufficient response, to indicate lack of information rather than ;m

~
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inadequate answer on the part of the candidate.

It seems that the

recorded group interview evaluators seemed hesitant to venture an
opinion as readily as did the evaluators using the other methods.

It is

possible that the lack of a visual image or the absence of personal
rapport may have been influencing factors.
The three substudies which added interest to the main study dealt
with the co.1sistenc.y of the evaluators and item and factor analyses
of the evaluation instrument.

The first of these, the consistency of

the raters, was detemined by using an analysis of variance procedure.
As one would expect after revie1ving the literature, the personal interview evaluators showed a lack of consistency.

However, the recorded

group interview evaluators showed a similar lack of consistency.

The

group evaluators were the only ones who showed any degree of consistency
and':since there were fewer of them, 120 compared with 180 for each of t:1e

r.==
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other -two mf:thods, one might speculate that the consistency might have
decr'eased as the number of evaluators increased.

The conclusion in

judging rater consistency was that raters as a whole were not consistent
regardless of the method being used.
The correlations for the item sums indicated that the instrument as a \V:l.ole was significantly c01-related to have done a satisfactory
job with all items contributing.

However, seven items were less corre--

lated than the other 21 and the conclusion was that if these seven
items were removed, rephrased, or combined with another item the items
of the instrwnent would then have correlated higher.

The seven items

uealt with the candidate's extra-curricular activities, non-professional
activities, ability to respond fully, articulation of student teaching
bcnl'f its, awareness of further study needs an,t prof,'ss i.onal growth, and

-!1111!111
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enthusiasm for the church's philosophy, doctrines, and for making his
teaching area Christ-centered.
Inasmuch as many of the candidate$ had not started or were just
beginning student teaching, the evaluators may have felt this ar-ea was
not significant at the time of the interview.

Also, the evaluators did

not seem eon·:erned that the candidate consider future study and professional growth until the experience of employment dictate the desirability.
Since the majority of the candidates had ;;. Seventh-day Adventist background and were educated in Seventh-day Adventist schools, the evalua tors evidePtly felt discussing church

ph.·~losophy,

doctrines, and the

writings of Ellen G. \Vhite to determine the candidate's enthusiasm was
not necessary during the pre-screening employment interview.

During

most of the interviews time was of essence and little opportunity was

,L
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provided the candid,1te to develop full responses.

Therefore, the

evaluators did not relate this item significantly to the over-all
evaluation instrument.
The conclusion was that the instrument as used in the study was
reasonably adequate 1 but for future use some modification would make it
even more useful.

Modification or deletion of the seven least corre-

lated items could probably add strength t<J the instrument.
The factor analysis of the evaluation instrument identified
two main factors with several item loadings on each.

The most signi-

ficant factor, that related to the candidate's attitudes and his ability
to articulate
viewing.

goals, was dominant with all three methods of inter-

Tlw second significant factor was concerned with the candi-

date's activities outside the teaching profession.
The conclusion reached from the clustering of i tcms by factor

__
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analysis was. that a rearrangement of some items and possibly the

"s------

elimination of some others would provide a more concise and more highly

[2:::_~_::.~

correlated instrilffient.

c

There is the possibility that the evaluation

§!·-;_.~:.c.

instrument as used contained too many items and a reduction by means of
item analysis and factor analysis would improve it considerably.
Recommendatio11s
The recorded group interview meth(•d seems worthy of further
study as an alternate to the standard personal interview method in the
preliminary screening of prospective teachers for the Seventh-day Adventist and other parochial school systems.

Therefore, it is recommended

that for the next recruiting period one Seventh-day Adventist institution
of higher learning make this the primary 1rethod of acquainting recrui te:cs
with candidates.
To facilitate futur·e use of the method, the following suggestions
are submittf,d:
1.

The taping area should be free from exterior noises such as

vacuum cleaners and telephones which may not disturb the immediate
group but are very disturbing to those evaluating the taped interview.
2.

A 90-minute tape should be provided so there will be no

interruption to turn the tape over.

The 45-minutes on one side is ample

for any reco:cded group interview.
3.

Each participant.in the recorded group interview session

should be provided with his own microphone and preferably a lapel mike.
4.

The group leader should set up the equipment before the

candidate arrives and test a short portion of the tape to set the
controls at the proper volwne.
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5.

The suggested questions be reduced to two or three specific

~---

items for each area which would encourage greater consistency between
interviews.
6.

i'

interviewers should endeavor to avoid questions that have

obvious expected answers and also questions that can be answered. by
"yes" or "no."
7.

Interviewers should read the candidate's resume before the

interview and refrain from asking questions that have been answered
in the resu11ie.

8.

Questions on philosophy and other areas that require in-

depth responses should be circulated in advance to the candidates so
greater depth of responses might be elicited in a shorter span of time.
9.

The candidate should not be slated for the recorded group
H-

interview session until he has had some student teaching experience.
10.

E==
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The evaluation instrument should be reduced in size to

possibly two statements for each area and a sixth column should be
included marked "no basis for evaluating."
ll.

When the interview closes, the interviewers and the candi-

date should spend a few minutes listening to segments of the tape
to see tl>,at the production meets their expectations.
The .;econd reconmtendation is to have an inservice program to
acquaint educators in the field with the recorded group interview
method.

Since some recruiters have felt their one-to-one interviews

were not of sufficient depth to evaluate, they should be encouraged to
participate in some group recorded sessions to improve their skills.
being involved

~<ith

other intervimvers these rccrui ters would be able

By
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to analyze their o>m techniques and draw conclusions as to how to make

___ _

[.

their in-depth interviews more valuable to themselves and more meaningful

,r - -

to the cand:"dates.
To :,,ncrease the credibility of the merits of the recorded group
interview, administrators, superintendents, and supervisors in the field

'..l

"'·"-"''"'

need to leac:n more of its possibilities.
from experitmce with the recorded group

Recruiters who have profited
j

nterview might be used as

resource per;ons in inservice sessions held at vari.ous locations.

Not

only would be value of the method be strc,ssed but the educators would
be assured as well that the recorded group interview was not intended to
replace the $tandard personal interview mc,thod but is an alternate
method parti,:ularly useful in the preliminary screening of candidates.
They should be encouraged to try using this method and perhaps save
i

II

many of theLr, travel dollars since they would have to leave their campuses
only for the final in-depth,

intervie~;s,

or, they might invite the

final candidates to their campuses.

An additional sheet of suggested q'1estions could be provided
for the recruiters giving realistic hypoth,otical situations to use in
the follow-up

intervie~;.

An evaluation sheet similar to the one used

by the group interviewers could provide a useful rating of each candidate intervle1;ed and provide for greater consistency
revie~;s

~;hen

the recruiter

all the candidates after the recruiting trip.
rn addition, from the administrator's perspective, the effort

put forth to make the personal in-depth interviews more standardized
could contribute to later evaluation after the teachers have been hired.
The residu<ll benefit would be in the formation of a competent teacher
evaluation system, as the qualities and qualifications explored by the

=
~
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recruiter· and the specific concerns expressed during the interview
would still be the same after hiring the candidate.

The interview could

thus form a basis for evaluatil1g teacher performance in relation to
expectations.
As cullege education departments become involved with the
recorded gronp interview process, the director of student teaching will
become an in·.:egral part of the program.

lhe recommendations for the

candidates h3 supervised should become part of the packet sent out to
recruiters.

This will require greater accountability of the college

personnel giving recommendations and they will have to arrange conference
time with the candidates to become better acquainted.

Only in this

way will their reconnmnendations become the forthright, candid appraisals
desired by recruiters.

:±------:-:~,,_,-__ _
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INSTRUCTIONS TO INTERVIEWERS AND EVALUATORS

Since .these instructi.ons arc for all three groups taking part in this study, please.
select only the specific items that pertain to y·ou.
1.

You will note from the Prospective Teacher Resume Form that considerable information about the candidate is already available. This information should be
studied before conducting the recorded group or personal interview or before
evaluating the tape of the recorded group interview. This will allow more time
to be ·devoted to other areas not covered in pHt by the resume as you interview
the candidate.

2.

Select two areas in advance so that all six areas w:i.ll be covered by a dif:'erent
interviewer and tht1s the possibility of overlapping in questioning or of one
interviewer-monopolizing the time can be averted.

How~ver,

during the interview,

no int:erviewer is to be limited strictly to tie areas previously sele.cted.
3.

Select a chairperson to give introductions and to set the candidate at ease.
Budget your time; interviews should last about thirty minutes.

4.

The Interviewer's Guide contains the specific areas to be covered during the
interview. The chairperson should see that all these areas are covered. The
suggested question·s are given as a guide and :fOU ·may be selective in the ones
you use and may rephrase them to suit your-sacisfaction as long as the basic
areas are covered adequately.

5.

The RATING SCALE for the Interview Evaluation is as follows:
(1) EXCELLENT

INADEQUATE (5)

1.

EXCELLENT RESPONSE

-matur-e, clear, thorough, creative ansHers
-consistently showed depth of bwwledge and
understanding
-confident

2.

GOOD

-considerable co,lfidence
-nearly always showed· depth of knowledge and
understanding
-well organized

3.

ADEQUATE RESPONSE

•common, somewhat ordinary, adequate responses
-usually reflected sufficient knowledge and
understanding
-average composure and confidence

4.

LINITED/POOR RESPONSE

-very general, groped for answers
-sometimes showed little depth or understanding

RESPO~SE

-indecisive, unsure

5.

INSUFFICIENT/IK\DF.l'U,\TE
RESI'UNSE

-seldom answered questions directly or satisfactorily
-heJgeJ, seenic.J. une:Jsy and VQry unsure of se 1 f
-needed considerable reassurance to give

anmvL~rs

"-·
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INTERVIEWER'S GUIDE TO INTERVIE'tl AREAS Wl7H SUGGESTED QUESTIONS

A.

Personal &

Bae~:e_0_cmnd

1. Tell something a.bout yourself, ycur fam:i.ly background, precollege sehooling, etc.
2. Hhat are some of the factors tl"la~ motivated vou co go to colle-ge?
3. How would you describe yourself--temperar.tent, human relations skills, etc.')
4. How do you think a friend or professor 1:o1ho k:1ows you well l;l.'ould describe yuu.?
5. De.sc:.ribe the social activities in ~;hi.c.h you ;.articipate.

~
,--

6. Hhat are your leisure tim>?. interests and hohbies?
7. ·t.·iba.t motivates you to put forth your greatest effort?
8. How well do you work unde1· pressure/t

1. Why did you choose tea citing as a ·-::art·.er and -.vhy 2le.m.entary or secondary leve.l?
2. What do you consider the basic goals of Seve~th-day Adventist education?
3. How do you evaluate or determine·success?
4. ~lhat qualities should a successful teachE:r P.ave-?
5. ~.fnat qualifications do you. have that you thi rrk -...rill help you succeed as a teacher'?
6. What do you consider to be· your gre.acest strengchs and weaknesses?
7. T.-Tb.at are your unique teaching qualities?
8. What sat:i.sfactions have you had in w0rking with young pe.ople?
9. Hh.at accmnplishrr:.e.nts have given you a ·great deal of satisfaction?
10. wna.t two or three things are most important to you in a job?

How has your <:allege ~vork prepared you fo:c teaching?
t.Jas your student teaching a me.aningful experience?
Hhat did yo-.1 like and dislike about Stl.ldent teaching?
Hmv was your colleB2 education financed?
'ihat ki2d of jobs have you held since high school graduation?
What special areas or abilit:ies do you fee]_ qualify you for this career?
~rtlat extra curricular activitjes did you pa~rticipate i.n during high school and col leg€
Did any exp-erience in the last five year·s L1volve corrununity service or working
with chilr:lre~ or ado1esc.e::lts1
9. I:1 i:Vhat acc'ivitie:3 have you assu.112.d -1 le8.d.;rship role?
10. Describ2. th~2 rE:.ading you h.::lve done duri·ag the last year that ~vas not required for
cou-rse work.
1.
2.
3.
4.
5.
6.
7.
8.

D.

Goals and ~\mb~tions
------·
1.
2.
3.
4.
5.
6.
1.

W11at are your long ranse and short range goals and obj12ctives'?
What do you s~c yourself doing .Live years from. now? ten years?
~fuat do you }"'_eally tlant to do ic life?
Hllat is your prime goal in ,\vorking for young people?
'Hhat are the most important re\Vards you expect in your career?
hrh;3.t are your plans for continu-ed study or an advanced degree.·?
H. ...n,r d.._, y-.:u plan to become involved in coiiJ.m.unity activities·?

~~--
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E.

Philosophy

1. How do you feel about assuming non-teaching J'esponsibilities around the school?
2. What major problem have you encountered receutly and hmv did you deal with it?
3. To whom do you feel· a teacher should be loyal?
4. What is your definition of "individualiz.ed instruct:!.on" and how does it work?
5. How will you feel about enforcing a faculty action that lessens your popularity
with the students?
6. What is your philosophy on discipline?
7. Describe your attitude toward the reading of fiction and competition.
8. How would you feel about being on the job 24 hours a day, seven days a week.?
9. How important is the teacher "model" role?
10. Do you feel that teachers work ha.rder than other professional people?
11. Are schools responsible for developing ethicnl standards?
12. What are some major problems facing parochia:. education today?
13. What should be the parent's role in today's ,;ducation?
14. What are some kinds of experiences in elementary or secondary schools that. will
allow students to leave with a positive attitude?
15. Do you feel standards should be different depending on the geographic loc~:tion
of the elementary or secondary school or if -Lt is a boarding situation?
Spiritual

1. Briefly describe your religious background and training.
2. Are you a baptized, tithe-paying Seventh-day Adventist?
3. Describe as best you c.sn your present relationship with God.
4. How do you spend a typical Sabbath day?
5. Describe your solution to one of the follm>'ing problems confronting the church:
music, theatre attendance, dancing, jewelry, drugs, pre-marital sex, homoFexuality,
and vegetarianj_sm.
6. What has been your involvement in church actccvities and outreach programs:!
7. How can classes other than "Bible" have a Ch:c.ist-centered focus?
8. How do children learn to love and know God?
9. Which Ellen G. ~bite books have you read?
10. What are the two most important things you know' about God?

X.'\

E. Bigham, November 1978
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INTERVIEW EVALUATION
PLEASE CIRCLE ONE RESPONSE FOR EACH STATEMENT.

EVERY STATEMENT MUST BE EVALUATED.
L:_ __

Perso~_!~nd

Backgroun!

The candidate:
a) showed mental alertness, perceptiveness, grasped intent of questions
b) demonstrated comrr,unicative ability ... clarity, organi-~ation, forcefulness
c) exhibited leadership ability in using human relation skills and resourcefulness

d) seemed to show

maturity--self-reliance~

stability

r

-~-

l 2 3 4 5

1 2 3 4 5
l 2 3 4 5
1 2 3 4 5.

Career Decision
The candidate:
a) demonstrated knowl'=dge of self) recognized str•.mgths and wec:.knesses
b) showed p::.~ofessional awareness of his role as a teache1·
c) had a personal philosophy of altruism
d) identified realistic career goals and a plan for attainment

Educational

l 2 3 4 5
l 2 3 4 5
l 2 3 4 5
1 2 3 4 5

Accomplish~

The candidate:

a) has shmm personal drive and effort in reaching present educational status
b) discussed involvc;.ment in extra-curricular activitie~, which promoted the
·
development of -leadership abilities
c) was able to articulate those aspects of student teaching which were especially
beneficial
d) indicated personal initiative and resourcefulness

l 2 3 4 5
l 2 3 4 5
l 2 3 4 5
l 2 3 4 5

Goals and Ambitions
---------The candidate:
a) expressed well-defined, thought through personal goals and objectives
b) described non-professional interests and aspirations

1 2 3 4 s
l 2 3 4 5

c) sensed need for cvntinued study and professional grCJwth

l 2 3 4 5

d) recognized neccl for community involvement

l 2 3 4 5

Philosophy
The candidate:

a) expressed a relevant personal philosophy on issues such as discipline
b) tackled hypothet:cal situations realistically
c) avoided "expecteC answers 11 not seeming overly anxious to please but rather

gave apparently honest responses
d) was sensitive to the problems facing Seventh-day Adyentist educators today

l 2 3 4 5
l 2 3 4 5
1 2 3 4 5

l 2 3 4 5

Spiritual
The candidate:
a) recognized the spiritual role of a teacher in a parochial school
b) showed enthusiasm for the ch.urch 1 s philosophy and doctrines and the writings
of Ellen G. White
c) saw the possibility of giving a Christ-centered focus to his teaching areas

d) was able to describe an active, growing conunitment to the church

l 2 3 4 5
l 2 3 4 5
l 2 3 4 5
l 2 3 4 5

General
The candidate:
a) took the initiative to explain or point out facts when necessary
b) took advantage of opportunities to give full response without monopolizing
the interview
c) shows promise for pursuing a successful teac,hing career
d) asked relevant questions of interviewers

l 2 3 4 5
l 2 3 4 5
1 2 3 4 5
l 2 3 4 5

Does your "gut level" evaluation tell. you something .about the candidate that is

Ji.ffcrcnt from what is expressed in the above evaluation?
If Yes, Explain.~-----------·---·------~-----

Yes No

~ ~
h

u__

:::-----
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Primary Duti os of the Coordinator

A.

Selecot five elementary and five secondary prospective teachers
for a total of ten candidates
l) Selection must be done randomly
2) Select two alternates randomly

B.

Ar:::arcge for group orientation session
l) Discuss the purpose of th<.· study
:;:) Explain the candidate 1 s ro'le
:~)
Distribute resume forms

c.

Selec:t two three-person interview teams with following membership:
l) Elementary and secondary school principals
?.)
Supervisors of student teaching
Educator
currently in Educational Administration or with
"')
-·
recent administrative experience which involved hiring
school personnel

D.

Arrange
1)
2)
3)

E.

Schedule the recorded group interviews
1) Three elementary and three· secondary by November 30
2) ~'o elementary and two sec0ndary by January 30

F.

Schedc1le each candidate for five standard personal interviews
1) Solicit assistance of recruiters who have made appointments
with candidates involved in the study
2) Distribute materials to recruiters
3) Collect the completed interviewers' evaluation sheets

G.

Send materials to the study director.
1) First set of cassette tapes, candidatel.s resumes and
recorded group interviewers 1 evaluations as soon as they
are ready and not later than November 30
2) Standard personal interview evaluations on January 15 and
balance January 30
,J) Remainder of recorded group interview cassette tapes and
interviewers' evaluations by January 30

H.

luncheon .or dinner meeting with interview teams
DisciJss purpose of the study and interviewers 1 role
Selecta chairperson
Distribute materials

Submit expense reports to the study director periodically and the
final report around January 30

E

•
b

2.

Selection of Partiri_pnnts

A.

B.

c.
D.

3.

Orientation Meeting with Candidates

A.

B.

4.

Coordinator lvill contact candidates and ~tlternates and arrange
for an orientation meeting,
During the meeting the coordinator will:
1) Discuss the purpose of the study.
2) Outline the candidate's role.
3) Read a ratdom sample of interview questions to brief
candidates on areas to be covered in an interview,
4) Distribute resume forms with deadline of November 30
for returning them to the coordinator.
5) Substitutecan alternate if a candidate declines the
invitation to be involved.6) Provide re'creshments for which coordinator will be
reimbursed.

Selection of Recorded Group Interview Teams

A.
B.

c.

D.

5.

A cross section of both elementary and secondary prospective
teachers is desired; a random selection process will be necessary•
Coordinator will select five elementary and five secondary
level candidates.
For random selection use an alphabetical listing of each group
and select every fifth name until the desired number is reached.
One alternate for each level should be selected in case a candidate cannot serve,

Coordinator will ,;elect a three-person interview team for each
level.
The composition o.:' the elementary level team should be:
1) Elementary supervisor of student teaching
2) Elementary school principal
3) Educator c:1rrently in Educational Administration or with
recent administrative experience which involved hiring
school personnel
·
The composition of the secondary level team should be:
1) Secondary supervisor of student teaching
2) Secondary school principal
3) Educator ,currently in Educat·ional Administration or with
recent adrf'inistrative experience which involved hiring
school personnel
The same interview team should conduct all five interviews for
one level,

Meeting of Recorded Group Interview Teams
A.

Coordinator will schedule an orientation meeting for the recorded
group interviewers. It is suggested that this be a luncheon
dinner meeting at a local restaurant at the study director's
expense.

or

'~

B.

Each team will choose a ch.J.irpcrson who will be responsible for
sct.ting the stage for the interviews and for seeing that the
coordinator rcccivc·s the cas~ttc t;Jpcs and completed evaluations.

C,

The coordinator would be the chairperson if involved as a member

D~

of the interview team.
The coordinator will introduce the interviel-Jers to the follmving

r-:;_

i"':-

materials:
l) Instructions to Interviewers and Evaluators
2) Prospective Teacher Resume Form
3) Interviewer's Guide to Interview with Suggested Questions
4) Interview Evaluation Instrument
6, ·Scheduling of Interviews
A.

Coordinator selects six candidates for the No>ember recorded group
interviews which will then be followed by standdrd personal

B.

Coordinator wi '.1 infom the remaining four candidates that they
will have the standard personal interviews before being scheduled
for recorded group interviews in January.

interviews.

7.

Stand?rd Personal Interviews

A.

The coordinator will check the appointment sign-up sheets to
see when the candidates involved in the study are meeting with

B.
C.

The recruiters will be given the same materials as the recorded
group interview team members and will be asked to complete an
interview evaluation for certain candidates.
The coordinator will solicit the help of the candidates to see

D.

that recruiters get necessary materials.
When five evaluations for a candidate_ are secured from recruiters,

recruiters.

no further standard personal evaluations will be necessary for
that candidate.

8.

fapes and Evaluations
A.

By the end of November the coordinator will senl the following
to the study director:
1) Slx cassette interviews
2) Eighteen evaluation sheets from the reco.cdea group
interview teams

B.

c.
9.

3) Resume forms for 10 candidates
By January 15 the coordinator will send the first batch of standard
personal evaluations and the balance ,by January 30,
The coordinator will send the remainder of the recorded group
i.ntervie1v cassette tapes and team evaluations by January .30

Reimbursement
A.

The coordinator is expected to submit to the study director a
statement of expenditures for supplies, postage, telephone calls,
refrc.shment~,

will be made.

and restaurant entertainment for· Which reimbursement

~-

10.

Materials
A.

108

The study director will supply the coordinator with the following
materials:
1) 10 cassette tapes
2) 50 copies of Instructions to Interviewers and Evaluators
3) 50 copies of Interviewer's Guide to Interview Areas with
Suggested Questions
4) 15 Prospective Teacher Resume Forms
5) 100 Interview Evaluation Sheets

;,;-
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PROSPECTIVE TEACHER RESUME FORl1

i;,j __

PERSONAL
DATA

Name

~------~~------------·--------~Degree._______

College address._________________

Major

----------------~Phone~-----------

Permau(2nt adress________________________________________:Phone_______

~
.--

Age_ _ Height.________ Weight _ _ _ U.S. Citizen?_______
Marital status -------------Dependents_ _ Spouse desires employment_ _
. Spouse's skills for employment?____ -------'-------------------------~Descr:lbe your health

~---------~---------------

What are your specials interests and hobbies?___________________
DESIRED
POSITION(S)

Secondary (subjects) ______________

Elementary (grade level)

Date available for employment.____________________
SpecL'y any restrictions geographicnlly for employment
CERTIFICATION
STATUS

Certi::ication status by ·next September:
----"Elementary

___S.econdary

~--------'---------

(check those that apply)
_____.State

_ _.S.D.A.

Number of hours in other subject concentrations?

-----------------

If no: qualified for certification, how many hours in Education and
Psycltology?_______________________, _____________~------~-------

GENERAL

Curr:lcular and extra curricular activities capable of directing:

Arts and Crafts training?
SPIRITUAL

Yes

No

Music training?

Yes

No

List the people on campus an~ off who are best able to describe the
quality of your commitment to Christian principles.
------------------------------------------------~Phone._______________

------------------------------------~Phone. ______

_____________Phone_______________

~-
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423 Edan Ave.
Stockton, Cal 95207
November 13, 197 3

:j_

~

10--

=

~----

1

i'

Dear Friend,

~=

P=

You may be surprised by this letter as it's possible that >re have not
visit·ed since I left the principalship of PUC Prep School in June of 1977.
That does not mean that I have forgotten you, but working on a doctoral
degree has not left much tim" for travel or letter writing. Since July of
1977 I have been commuting to the University of the· Pacific in Stockton
during the week oo study. With the Lord's blessing, the coursework has been
cmapleted and thr, oral and written examinations passed. For the past three
months I have besn involved with my dissertation; and i f all goes according
to schedule, I expect to finish in the spring and graduate in June of 1979.

E

=-

During my years of principalship I was often perplexed with Education
Days and the multiplicity of interviews scheduled for both the candidate
and the administrator. After the first several interviews there seemed to be a
danger of becoming somewhat superficial as everyone hastened to meet the next
appointment. Thus for my doctoral dissertation I have been developing a pr,oposed
alternative to the traditional personal interview in the recruitment of prospective teachers that may prove practical to administrators. The proposed
alternative is a three-person team conducting a re.corded group intervieH with
a candidate, and·the taped interview would then be available to administrat.:>rs
and supervisors in the field to use as. a preliminary screening device.
Part of my dissertation involves using this procedure with a wide range
of samples in several of our colleges and having the resulting taped interviews evaluated by administrators and supervisors in the field. That is why
I am writing to you as I need your assistance in evaluating taped intervie1-1s.
Each thirty-minute tape will be accompanied by the candidate's personal resume
and a one-page evaluation sheet of 28 statement statements judging the candidate's s trengt_hs and weaknesses on a one-to-five point scale. The evaluation
sheet has been reviewed by personnel in the field and is not considered ti·neconsuming to complete. Therefore, the total time involved 1-1ith reading the
resume, listening to the tape and evaluating the intervie1-1 should not run ·,n,ne
than 45 minutes"
I do not war.t to appear presumptuous of your friendship as I realize how

busy you are. But with hundred of tapes to evaluate, it ;:ill necessarily
involve quite a number of administrators to make this study possible. Thank
you for considering carefully the possibility of participation and for returning
the enclosed participation form at your earliest convenience. I shall be
awaiting your reply.
Have a pleasant Thanksgiving bre<1k.
Sincerely yours,

Ervin Bigham

!li
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Dear Ervinj
I will be willing to evaluate the follwing number of taped
interviews for you during the next four months:
2

5

4

- -3

Please clo not send more than ___tapes at one time.
I am sorry but I will not be able tc· ·participate in· the evaluaticn

of taped interviews during the next four months.

Name

·-----------------------~-------------

Address

--Zip
Phone

--~----------

-----

w-

;:--=
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423 Edan Ave.
Stockton, CA 95207
March 9, 1979

Dear Friend,
There comes a time when one must face the timetable.

I

am now

in the final weeks of finishing my dissertation and the deadline for
having the evaluations of the recorded tapes to the computer center
is March 20..

This means that if you have not mailed the tapes and

evaluations to me already, a different procedure will need to be used.
Since fourth class mail is really slow, please send the evaluation
sheets by· letter and the tapes then can come by 4th class rate as they
will not be sent on to other evaluators.

The evaluation sheets are

goldenrod in color and that is the only item that I urgently need.
If these are. mailed to me by March 16 they will be in Stockton by

March 19.
meet the

Thank you for making this adjustment and special effort to
Mar~h

20 deadline.

I want to thank you for participating in this project.

It was

more complicated than anticipated but is coming to a successful

conclu:~ion.

After graduation in mid-May, I plan to s0nd you a brief summary of the
results of the study.

Sincerely yours,

~.~
Ervi;f\1!. Bigham
'

~
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APPENDIX I
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Sixty Scores for the SaJ:le Candidate
to Check Inter-rater Reliability

Elementary Prind:.E_als
43

69

48

54

28

83

65

72

75

44

64

44

48

77

92

44

92

63

65

60
b:: -

Secondary Princ',_pals

58

63

55

71

60

66

69

35

61

63

69

65

52

65

61

60

47

63

57

59

SuEervisors and Super 0.ntendents

R=

66

43

68

44

43

57

43

55

73

55

81

34

43

45

72

69

43

58

43

61

;;--=
~

R=
~

i
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APPENDIX J
CANDIDATES' COMl'OSITE SCORES FOR GROUP
PERSONAL AND TAPED INTERVIEW METHODS
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Candidates' Composite Scores for Group
Personal and Taped Interview.Methods
Candidate

Taped.

Personal

01

60

62

44

69

50

98

68

38

58

69

57

43

61 .

02

64

57

58

34

44

85

69

45

40

58

67

52

70

03

86

87

67

58

63

37

60

37

80

84

64

58 ·73

04

51

43

70

28

72

73

72

45

52

73. 73

48

OS

43

50

63

57

52

40

66

65

47

75 104

56

79

06

40

88

28

58

41

54

76

51

83

91

88

87

65

07

54

55

73

97

46

80

89

58

104

92

92

92

79

08

55

62

56

86

44

82

65

49

57

87

62 105

09

50

36

40

61

60

84

46

63

57

66

64

41

80

10

29

51

39

28

38

41

S1

41

45

49

32

59

48

11

47

39

so

61

91

47

68

68

12

40

84

48

34

61

13

55

52

28

67

41

35

64

14

71

74

80

55

57

83

15

74

84

35

58

78

16

44

63

51

78

17

35

39

41

18

65

74

19

34

20

Tape not usable
73

87 119

99 112

42

65

37

44

61

66

38

66

70 111

48

47

45

56

79 103

68

87

67

65

63

55

64

84

81 111

92

63

45

60

44

48

72

63

72

90

99

83

95

68

82

73

73

83 111

80

lO

:;3

32

76

S4

41

43

76

85

58· 89

60

36

46

32

45

69

72

62

67

70

61

38

47

60

21

62

76

81

75

55

86

89

61 ..

75

63

65

70

81

22

67

80

77

93 . 54

98

72

34

61

66

69

73

so

23

46

69

78

32

67

53

67

77

70

75

65

59

74

24

114

Sl lOS

58

97

51 . 66

35

86

66 109

77

112 106

71

I

121
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Candidate
----

'"~

Taped

Personai

_9!:6UE_

~
"

25

37

36

70

56

71

73

•W

54

68

65

39

47

71

M

26

29

41

44

:>9

39

47

lf8

56

61

86

47

65

so

~

27

39

38

37

28

28

43

li3

47

69

82

60

58

72

E

. 28

28

41

32

.,_,
·-

41

61

44

33

46

40

36

60

87

29

33

33

28

30

35

51

30

82

76

43

36

53

82

30

40

34

32

63

28

51

49

28

42

59

71

73

70

31

35

30

31

51

28

56

41

28

68

53

84

82

60

32

64

33

52

42

53

45

~;s

56

57

52

91

56

83

33

38

51

59

79

54

58

'?7

58

56

72

78

80

78

34

38

41

45

60

50

54

40

64

57

53

63

54

29

35

63

74

38

60

68

57

50

34

61

86

65

47

62

I

36

79

49

48

41

80

66

:~8

74

80

77

94

83

74

I

37

62

28

43

54

78

47

•!2

46

44

67

74

60

67

38

39

43

37

56

61

70

liO

39

53

63

43.

58

40

73

43

40

33

39

41

56

41

48

69

~

I

'

I

-

-

-

:=~
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Tape not usable
38

Tape not usable

L

''

Tape not usable
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